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This research work seeks to explore the relationship between paradoxical 

leadership and proactive work behavior and its effect on organizational 

performance through the mediating factor of organizational learning in the 

telecom industry in Pakistan. The data was gathered from the employees of 

telecom sector in Pakistan through a structured questionnaire. The current 

study targeted 190 employees from the telecom industry. This research 

applied non-probability sampling method known as purposive sampling to 

collect data. For performing statistical analysis, SPSS 17 has been used. 

The investigation revealed that, in Pakistan telecom business, paradoxical 

leadership and proactive work behaviour have a positive relationship with 

organizational performance. Another research also suggests that the 

relationship of paradoxical leadership, proactive work behavior, and the 

transformational performance of the telecom sector in Pakistan is also such 

that organizational learning plays the mediating role. 
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1. Introduction 

 In today’s competitive environment organizations demand leaders to adopt such leadership 

practices which results in better organization outcomes. Paradoxical leadership is increasingly 

effective in employee management (Zhang et al., 2021). A "paradox" incorporates "problematic 

yet interrelated components that exist all the while and endure after some time (Jung, Kang and 

Choi, 2022). Such components appear to be sensible when considered in segregation however 

nonsensical, conflicting, and, surprisingly, silly when compared". Paradoxical difficulties have not 

been examined to the point of understanding how to coordinate inconsistency. For example, in 

affiliations like managers delegates must be vigilant to carry out their jobs while supervisors must 

supervise their staff. The result is a conundrum. When necessary, this watches out for authoritative-

level trailblazers' trials of how to supervise paradoxes in the affiliations (Edmondson, 2018). 

 A paradox alludes to the two incongruous components that are viewed as inverse sides 

from one another and nonsensical when they are viable (Sulaiman et al., 2023). Each hierarchical 

pioneer defies the instances of dealing with the disconnected components and necessities to choose 

of which side they ought to be on, a supposed either-or choice. Be that as it may, either-or choice 

is insufficient in such an association where every component is reliant (Atwater, 2018). Past 

assessments exhibited that pioneers need to convey a direct multifaceted nature and versatility to 

additionally foster legitimate structure consistently and pioneers need to help the limiting powers 

and control the strain between them (Entry, 2019). The initiative composition on paradoxical 

authority insinuates the joining of paradox and creates an innovative and stretch framework to 

persevere better. For instance, to provide an award and advancement system, pioneers must 

manage expert accomplishments (Fornes, 2019). 

 The study's importance lies in the fact that paradoxical leaders must provide stability by 

endorsing clear directions and principles that followers can identify with. This stability is achieved 

by a leader's integrity (Schulze & Pinkow, 2020). Through paradoxical leadership practices that 

also assist in rebuilding faith in leaders and telecom companies, followers' and organizations’ 

effectiveness must be fostered. A form of leadership conduct known as paradoxical leadership 

encourages positive psychological skills and a morally upbeat work environment (He & Yun, 

2022). This study is primarily a review, although efforts have been made to determine how this 

new construct, "Paradoxical," play a significant part in telecom organizational performance. 

2. Literature Review 

 The purpose of this study is to examine the relationship between paradoxical leaders and 

proactive work behavior on the performance of telecom companies in Pakistan with the moderating 

role of organizational learning. To manage organizational paradoxes, leaders may utilize 

paradoxical behaviours in their leadership for the effective functioning and development of the 

organization. When there is paradoxical leadership, the focus is on the leadership skills are more 

prominent than on the character attributes, so researchers concur that it is an authentic leadership 

aptitude that can be created and affected by the responsibility of workers. Representative 
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responsibility is significant as a result of the apparent multitude of positive results produced in 

associations (Xue, 2020).  

 Janssen (2018) characterizes Proactive work behaviour as "The deliberate creation, 

presentation, and use of groundbreaking thoughts inside a work job, gathering or association, to 

help job execution, the gathering or the association". This definition consolidates the various 

phases of development as depicted by Scott (2004): the main stage starts with issue 

acknowledgement which evokes the age of novel or embraced thoughts or arrangements; the 

following stage involves building an alliance of allies to help the thought; then, at that point, the 

thought is finished by real execution for the plan to transform into useful use.  

 Proactive work behavior incorporates four builds of issue counteraction, individual 

development, voicing thoughts, and assuming responsibility. Especially, "assuming responsibility 

centers around the inner means for achieving hierarchical objectives, like work strategies, 

arrangements, and methods". This study uses assuming responsibility since it envelops dynamic 

extra-job relationships among paradoxical leadership, as well as proactive authoritative behavior, 

is based on behavior as well as on-the-job performance and satisfies the review motive (Margolis, 

2019). 

 Organizational studying is defined within the literature as a course of and is talked about 

throughout a variety of disciplines that span from affected person protection in health care to navy 

readiness and from library efficiency to college students studying in numerous tutorial 

establishments. Learning helps groups to modify with regard to environmental limitations, avoid 

repeating similar mistakes, and get essential wisdom which might have been otherwise forgotten 

(Janssen, 2018). 

 A leader must adopt "both-and" behaviours that integrate as well as accept opposing 

demands at the same time to benefit from the paradox's intended outcome (Ingram et al., 2014). 

Paradoxical leadership is described as the use of behaviors that at first glance appear to be at odds 

with one another but are related. According to academics, acting paradoxically strains a leader's 

cognitive abilities, which may lead to psychological stress, which in turn affects their attitudes and 

behaviours. In this essay, we suggest that Positive correlations exist between paradoxical 

leadership as well as leaders' work output from two different perspectives. First, it has been shown 

that some types of workplace stress (such as difficulty and obstruction) can affect people's intrinsic 

motivation as well as thought processes, which in turn can affect their work attitudes and 

behaviours (Madjar et al., 2011). The importance of learning organizations in facilitating 

individual, team, and organizational learning, which in turn improves performance results, was 

highlighted in prior study (Wang et al., 2017). 

2.1 Summary of Literature 

 In brief, the literature summarizes that paradoxical leadership and proactive work behavior 

enhances organizational performance and organizational learning also plays an important role 

between paradoxical leadership and proactive work behavior and organizational performance in 
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organizational context. In this chapter, establishing a study framework and hypothesis is also 

straightforward. 

2.2 Theoretical Framework 

2.3 Transformational Theory 

 Leadership equally has been observed to develop with social relations. They form groups, 

interact with each other and tend to change each other’s behaviours and patterns in one way or the 

other. Transformational leadership may be defined as a process of changing the perceptive and 

behavioural outlook of both leaders and followers to a higher standard of morality and 

commitment. These leaders and their managers have better relations with their subordinates and 

peers than less effective ones. It is noted that transitional leaders are more valuable and helpful in 

the organization than transactional leaders. While the Employment Rights Act ENHANCED 

expectations of the workers’ output through urging the employees to go the extra mile that is not 

covered by their contracts of employment. 

 Transformational leaders look for new ideas and angles that can be used to reshape the 

organisation with the aim of increasing its effectiveness and profitability. They motivate the 

employees of the organization to prepare for the change in the organization’s structure and change 

the organization’s base and foundation as well as obtain the functional ability to work in new ways 

and directions to reach new and higher peaks of excellence (Mirkamali et al., 2014, p.23). 

2.4 Self-Regulation Theory 

 People employ their resources for self-regulation, under the self-regulation theory, to close 

the gap between their present condition and their intended state (Mawritz et al., 2017). According 

to Searle as well as Lee (2015), people frequently engage in proactive measures to increase the 

alignment between resource needs and job demands. In the study of Zhang et al. (2015), 

paradoxical leadership is a more challenging form of leadership that require leaders to transform 

tasks into new forms, expand the available resources, identify mismatches between the people and 

work, or engage in job crafting. From Hassan and his colleagues (2024), paradoxical leadership 

can be described by one aspect of self-confidence which is a form of self-efficacy. Making a 

decision with the help of self-assertion, people become more confident when they manage to pass 

certain tests and, as a result, people are inclined to show off their potential more often (Cenciotti 

et al., 2016). Thus, confident managers are in a better position to redesign their work, complete 

more tasks, or, as put it differently, are much more inclined to define their job. 

2.5 Conceptual Frame Work 

 The purpose of the study is to investigate the effect of paradoxical leaders and proactive 

work behavior on the performance of the organization with the moderating role of organizational 

learning. Based on the above pieces of literature the following hypothesis can be made. 
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Figure No1: Theoretical Framework 

  Independent variable                                       Mediating variable              Dependent variable 

 
2.6 Hypotheses 

 

H1: Paradoxical leadership has a significant positive impact on organizational performance. 

 

H2: Proactive work behavior has a significant positive impact on organizational performance. 

 

H3: Paradoxical leadership has a significant positive impact on organizational learning. 

 

H4: Proactive work behavior has a significant positive impact on organizational learning. 

 

H5: Organizational learning has a significant positive impact on organizational performance. 

 

3. Methodology 

 The research approach applied in this assessment involves; research methodology, 

participants, sampling, data collection and analysis. This was an exploratory study because this 

kind of study is a methodology approach that was used to find information on the research 

questions that have not been asked yet. This is because the aim of the examination and the kind of 

data that can be obtained in the course of the study informs the choice of research approach. The 

data collection was done through purposive sampling which is a technique of sampling that is used 

when the population is large and the researcher has to select only a few units or elements from the 
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population for the purpose of the study. The data was randomly collected from the Telecom 

employees and therefore, a purposeful sampling method was employed. 

 The methodology used in this study involved a questionnaire and therefore, this is a 

quantitative study. As noted by Ranganathan and Caduff (2023), the quantitative data will help in 

determining the measurements that will be used by the researcher to prove the existence of each 

of the problems or opportunities and an understanding of them. The data was collected from the 

employees of Telecom sector working in Pakistan through a primary research data collection 

method in the form of a survey. This study targeted 190 employees working in the Telecom sector 

in Islamabad and Rawalpindi cities of Pakistan. The population of this study was determined by 

the use of an online sample size calculator. This demographic includes both male and female 

gender. 

 The data for this study was collected from the employees of Telecom sector working in 

Islamabad. In data collection, a questionnaire was used to analyze the correlation between 

variables. The questionnaire was borrowed from the previous study conducted by Van Koten 

(2019). The data collection instrument was the questionnaire as mentioned earlier in the 

methodology. The survey instrument of the research is based on a five-point Likert scale of 

analysis, which includes the responses of ‘strongly disagree’ on one extreme and ‘strongly agree’ 

on the other extreme. The research instrument used in the study is explained in further detail in the 

following sub-sections. In the context of Mcleod (2023), the Likert scale is defined as a type of 

scaling that is used to measure attitudes, opinions, motivation, and other perceptions of participants 

in the survey.  

3.1 Questionnaire 

3.2 Section A: Demographic Variables 

 It is crucial to gather some basic information of the respondents including their age and 

gender so as to get the views across the organization. Thus, by selecting information of this kind, 

one can study the attitudes towards leadership and behaviour at work of various groups. In 

particular, the present generation of workers may hold divergent attitudes from the previous 

generation regarding leadership, as well as male workers may hold different perceptions of work 

behaviour than female workers. This is important as it allows us to adjust leadership and 

management practices for different population subsets to increase workplace inclusion and 

efficiency. 

3.3 Section B (Independent Variables) 

3.4 Paradoxical Leadership 

Paradoxical management entails the coordination of seemingly opposite strategies to produce 

beneficial results (Jeschke, 2022). The following questions aim to explore your knowledge and 

understanding of leadership practices in your organization. For instance, a paradoxical leader may 

assign all subordinates identical tasks or give them equal opportunities while at the same time 
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taking into consideration their strengths, weaknesses, and personalities, thus showcasing the 

leader’s non-discriminatory treatment of the subordinates. For instance, a paradoxical leader treats 

subordinates equally but also recognizes their specific requirements, which demonstrates that a 

leader can uphold universalism while, at the same time, paying attention to particulars. These 

leaders are in charge of major organizational work activities but are not involved in details; this 

depicts the capacity to delegate responsibilities.  

 Also, they offer management support that enhances the creativity and innovation that is 

evident as they help in promoting innovation. Other aspects include effective communication 

between management and subordinates since this helps in promoting good relations within the 

company. Additionally, these leaders offer chances to learn and improve as well as career 

advancement possibilities, thus showing the interest in employees’ development. Lastly, they are 

able to differentiate themselves from subordinates but they are not condescending, thereby 

demonstrating humility and friendliness as the leaders. 

3.5 Employee Proactive Work Behavior 

 Proactive work behaviour can be defined as voluntary and future-focused actions taken by 

employees at the workplace in order to enhance work performance and the organization as a whole. 

This part seeks to assess your preparedness and initiative in the workplace to ensure that you 

perform optimally. For instance, seeking new ways to enhance his/her life is a generic 

characteristic of a person who aims at self and career development. Having been able to make a 

change for the better in the areas you have worked in proves that you possess the capability of 

transforming your surroundings for the better. It shows that no matter how difficult it is, how much 

adversity you are facing, you will do whatever it takes to get what you want, to achieve your goals.  

 Focusing on ways to do things better demonstrates that you are a solution-driven person. 

If you can overcome hurdles in the realisation of your ideas, especially the ones you believe in, 

then this shows your persistence and creativity. However, the ability to identify a good opportunity 

when the rest of the population cannot is a sign that you are visionary and have the capacity to 

think strategically in terms of exploring potential gainers. 

3.6 Section C (Mediating Variable) 

 This section aims to create the argued that organizational learning is a tool that helps the 

organization to change and enhance the existing processes within it. This section aims at finding 

out your perception on access to learning opportunities and the culture of learning in your 

organization. It has been argued that organizational learning is only effective if the employees can 

find the information they need to do their job. This item asks to what extent you have access to the 

information you need to do your job properly. 

 This attitude shows the organization’s point of view toward learning as a value, not as an 

expense. This item establishes the extent to which the organization considers learning as an 

important investment in its employees. A firm that has core values such as learning as a critical 

element to enhance the processes and services it delivers exhibit their commitment towards the 
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improvement culture. This item determines whether such values are embedded in the 

organization’s mission and vision statement. 

3.7 Section D: Dependent Variable 

 Employee performance is defined as how tasks are carried out in the course of employment. 

This section aims at assessing various aspects of your performance within the organization. 

 It starts by comparing your effectiveness relative to accepted norms and establishing 

whether your productivity is significantly above average. Next, it gauges whether your output 

meets or even surpasses the benchmark set by your employer for your position. It also assesses 

your level of professionalism when conducting your work. You are then given a test to determine 

your capacity to perform the core job duties to prove that you are capable of handling the basic 

tasks assigned to you. Also, the section assesses your performance compared to the expected 

standard and whether you frequently submit excellent work. Last but not least, it assesses your job 

knowledge about the core job tasks thus confirming that you are well-informed to execute your 

tasks effectively. 

4. Empirical Results 

 In the current study, data was analyzed using Statistical Package for Social Sciences 

(SPSS) software Version 21. In order to test the internal consistency of the questionnaire’s scale, 

scale values were calculated in SPSS in order to determine the Cronbach’s alpha value. Gender 

and age was also used as demographic variables while variables were also included in the analysis. 

The relationship between the independent factors and the dependent variable was established 

through regression analysis and the relationship between the independent and the dependent 

variable was confirmed through correlation analysis. 

4.1 Reliability Analysis 

 The table which is shown below describes about the reliability of the data and is taken from 

using SPSS. 

Table No 1: 

 
 

4.2 Interpretation of Reliability Analysis 

 The summary also contains questions that are deemed relevant. The assessment of 

Cronbach’s alpha coefficients, which appears to be 0 for all of them, was conducted. 740, 0. 685, 

720, and 0. All of the findings, including the 681 and all of them, indicate that the data is credible 

and strong. 
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4.3 Frequency Distribution 

Table No 2: Demographic Variables 

Demographic Variable Frequency Per cent 

Age 20-30 52 27.4% 

Age 31-40 93 49.0% 

Age 41-70 45 23.7% 

Gender Male 117 61.6% 

Gender Female 73 38.4% 

 

4.4 Background Information about Gender 

 Age and gender have also been included while determining the frequency distribution. It 

was important for background information as it set the foundation for the original study findings 

that were to be made. To this end, it was important to get the participants’ general background 

information before identifying the main objectives of the study. These factors include the ages and 

the gender of the respondents in arriving at this. 

                                                     Graph No 1: Gender 
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 The above table shows the gender-specific repeat flow of up-and-comers. Of the 190 

promising newcomers, 73 of them are females who applied for the position. The rest of the 117 

applicants constitute 66 per cent of the total number of applicants that we have. When reviewing 

the literature, 6% of the data is all men. This is evident from the results where the men’s 

contribution is higher as compared to the women’s. 

 

4.5 Background Information about Age 

                                                        Graph No 1: Age of Participants  

 
 

 

4.6 Interpretation 

 The total and average repeat rate among the up-and-comers is presented in Table no2 and 

the corresponding pie diagram based on their age as presented in the table below. This figure shows 

that 45 contestants belong to the social gathering with an age between 41 and 70 years, 93 belong 

to the group of people aged between 31 and 40 years, and 52 from 20 years to the most promising 

bunch of young achievers with age between 31 and 40 years of age forms the biggest chunk of the 

applicants. 

4.7 Correlation 

 A correlation analysis gives the direction and the level of relationship between two 

variables. Table 3 presents the correlation between the variables. 
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Table No 3: Correlation 

 
 

 The correlation matrix above has been utilized to determine the relationship between the 

independent, mediating and dependent variables using the Pearson correlation coefficient. The p-

value of 0. As seen in 01, the mediating variable is associated with the independent variable and 

dependent variable. The independent variables were Proactive Work Behavior and Paradoxical 

Leadership, the dependent variable was Organizational Learning, and the mediating variable had 

values of 0. 800, 0. 724, and 0. The Organizational Performance correlation was found to be 

positive and highly significant with a correlation value of 0. 784 respectively. Therefore, null 

hypotheses H1, H2, H3, and H4 were accepted. 

5. Conclusion 

 It is concluded that in Pakistan telecom business paradoxical leadership &proactive work 

behavior have a strong positive influence on organizational performance. The association between 

paradoxical leadership, proactive work behavior, and performance focused on transformation in 

Pakistan's telecom sector is also said to be mediated by organizational learning. The results of the 

current review show that contradictory leadership offers the telecom sector a possibility for growth 

and development, and that self-efficacy should be prioritized esteemed according to the viewpoints 

of hierarchical culture. 

 This study provides a crucial first step in understanding a somewhat understudied sort of 

paradoxical leadership and its capacity to foster creativity in the workplace. Additional support is 

provided by this study for the role paradoxical leadership has in elevating representative 

imagination which brings about proactive work behavior and organizational performance. This 

study offers further help to the significance of the social setting that is favorable for representative 

imagination. Besides, this study extends past exploration that highlighted organizational learning 

that encourage individual commitment to specific work task by investigating the significance of 
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mental wellbeing in working with representative association in proactive work behavior and 

change oriented performance.  
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