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The Role of Leadership in Human Resource Management
a Comparative Study of Specific Public and Private Sectors

in Pakistan

1. INTRODUCTION

Effective leadership is a personal role that requires the blending of motivational, strategic
and management skills to align focus, energy and drive whilst creating a culture which
encourages individual thinking and attainment. Ultimately leadership is about pushing
ideas and thoughts forward, shouldering responsibility and aspirations to bring out the
confidence of others. Leaders are required to have greater project leadership and influencing
skills than in the past.  Summary of some key leadership skills:

. Managerial - keep track of progress against targets and take action on slippage

. Trustworthy - speak honestly and openly and expect the same from others

. Aware - understand each individual's abilities, limitations, motives and drivers

. Influential - use vision, argument and important stakeholders to sway opinion

. Visionary - know what needs to be achieved and how to go about achieving it

. Inspirational - create and bring to life an image of how things can be

Cascio (1998) have narrated that 'Managing People' a Critical Role for Every Manager,
and when it comes to managing people, all managers must be concerned to some degree
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with the following five activities: staffing, retention, development, adjustment, and managing
change:

a. Staffing comprises the activities of (1) identifying work requirements within an
organization, (2) determining the numbers of people and the skills mix necessary to do
the work, and (3) recruiting, selecting, and promoting qualified candidates.
b. Retention comprises the activities of (1) rewarding employees for reforming their jobs
effectively, (2) ensuring harmonious working relations between employees and managers,
and (3) maintaining a safe, healthy work environment.
c. Development is a function whose objective is to preserve and enhance employees'
competence in their jobs through improving their knowledge, skills, abilities, and other
characteristics; HR specialists use the term "competencies" to refer to those items.
d. Adjustment comprises activities intended to maintain compliance with the organization's
HR policies (e.g., through discipline) and business strategies (e.g., cost leadership).
e. Managing Change is an ongoing process whose objective is to enhance the ability of
an organization to anticipate and respond to developments in its external and internal
environments, and to enable employees at all levels to cope with the changes.

Needles to say, these activities can be carried out at the individual, work team, or larger
organizational unit (e.g., department) level.  Sometimes they are intimated by the organization
(e.g., recruitment efforts or management development programs), and sometimes they are
initiated by the individual or work team (e.g., voluntary retirement, safety improvements).
Whatever the case, the responsibilities for carrying out these activities are highly interrelated.
Together, these activities constitute the HRM system.

1.1 Objectives of the Study

The objectives in the present study are to explore and understand the extent of role of
leadership in organizations being played in relation to the HRM.  The present research in
its analysis will identify the following objectives:

(I) To study the role being played by HRM leadership.
(II) To carry out comparison and evaluation of management of public and private sector

so that lesson drawn be used to fill in the gaps if any.
(III) To make recommendations for improving leadership and managerial performances

as a means of organizational productivity and quality of work life in Pakistan.
(IV) To examine how leaders/managers actually perceive their leadership roles.
(V) To examine what actually is perceived about their leadership by their interactive

individual

1.2 Scope of Investigation
Here need is felt to understand the specific objective encompassing 'Leadership role' at
organizational level in public and private sector in Pakistan.  For this purpose three very
interactive areas have been considered for the study where it is felt paramount to evaluate
the extent of performance being delivered by the leadership in the personnel or HRM
department.  It is also need of the hour to find out where private sector is performing better
or government one and identifies the gaps if any, for improvement in future.  Three sectors
in focus are Banking, Hospitals and Airlines; where National Bank of Pakistan will be
compared with Muslim Commercial Bank, Civil Hospital vs. Aga Khan and Pakistan
International Airline vs. Aero Asia. There are numerous Reasons to target this segment
of population are (I) covers huge area population (II) skillful and professional in nature
(III) very interactive (IV) needs improvement.

1.3 Statement of the Problem
Present study upon the role of leadership in Human Resource Management deals with the
responsibilities, functions, behaviors and importance of leadership.  Previously managers
used to be understood as leaders, but with the passage of time need were felt to change
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this terminology because words play role in all scenarios and situations. Therefore
organizations throughout the world has felt the difference and agreed to incorporate the
leadership concepts in their working environment and in HRM philosophy in particular.

This has also been experienced that leaders and managers at public sectors do not show
the committed attitude as of private organizations, therefore it is found mandatory to focus
our country so that a step towards the identification and filling of gaps be initiated.  Some
of the studies and personnel are in opinion that above assumption is even true at every
country.  Leadership role is supposed to be very inclined towards humanitarian factors.
In Pakistan the issue of traditional management is required to be addressed to transform
it to leadership conceptualization in true letter and spirit.

In Pakistan, this research is being conducted with the confidence that it will really bring
a change in organizations.  To assess the difference of performance at public and private
sectors, three sectors have been chosen.  Health (Hospital), finance (Banks) and
communications, (Airlines).  It is assumed this research will sufficiently deliver and show
the picture of all the sectors.  Here civil Hospital, PIA and NBP have been focused at
public sectors as well as Aga Khan, Aero Asia and MCB from private Sectors.  Comparison
will provide the true picture of leadership performance and we will be able to know the
gaps and how to fill them to bring a significant change in old culture, Psychology, perception
and trends, we will learn how to lead and step forward towards bright future.

1.4 Limitations / Challenges
In the study herein proposed, the researcher notes the following limitations:

(I) This study was limited by respondents' knowledge and honesty about information
related to leadership roles / behavior in Human Recourse Management.

(II) All respondents were full-time leaders / managers in public and private institutions.
No part-time individual completed the Leader Behavior Description Questionnaire
- in 360 degree leadership Survey.

(III) The results of the study were based upon perceptions of leaders and their interactive
individuals within Karachi. Generalizations of these results are also appropriate for
leaders outside of this city.

(IV) The study cannot account for personal attributes contributing towards leadership.
(V) The measurement of leadership behavior / role was based upon perceptions and was

a limiting factor.
(VI) This study was limited by the normal problems related to leaders' behaviors associated

with HRM departments and staff.

The study was taken as greet challenge as 360-degree evaluation is first time being carried
out in Pakistan. Moreover it is not easy to get a manager assessed by his peers and
subordinates. The extant which individual is playing its role as leader was to be assessed
through ten competencies. So to evaluate a single person, the input / feed back from his
peers subordinates and himself was to be considered, which was a real challenge in real
life.

2. HYPOTHESES

The following Hypotheses were framed in the light of Research review and keeping in
mind the prevailing culture of Pakistan:

(I) There will be Higher Average Scores on Human Resource Management - Leadership
Roles, of Leaders in Private Sector Organizations as compared to Scores on Human
Resource Management - Leadership Roles of Leaders in Public Sector Organizations.

(II) There will be Higher Average Scores on Human Resource Management - Leadership
Roles, of Leaders in Private Sector Airline as compared to Scores on Human Resource
Management - Leadership Roles of Leaders in Public Sector Airline.
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(III) There will be Higher Average Scores on Human Resource Management - Leadership
Roles, of Leaders in Private Sector Organization Hospital as compared to Scores on
HRM - Leadership Roles of Leaders in Public Sector Hospital.

(IV) There will be Higher Average Scores on Human Resource Management - Leadership
Roles, of Leaders in Private Sector Organization Bank as compared to Scores on
HRM - Leadership Roles of Leaders in Public Sector Bank.

3. LITERATURE REVIEW

During course of research, a number of studies carried out previously by various researcher,
were gone through as litacstrse review in the area of leadership roles in HRM. Detail of
all ten in number the leadership role in terms of following compestences alongwith
researchers are appended below:

3.1 Communication As Role: Leigh and Maynard (1994) narrated the importance of
communication and wrote that vision that stays locked inside our head is useless. If we
really care about our vision we will want to share it with others. Most effective managers
are good communicators and leaders are even better at it. We may well need to refine our
communication skills if we are to lead successfully. Dran (2004),  Akerson and MAI
(2003), Hammonds, Hargie, Tourish and Hargie (1994),  West-Burnham (1997),  Bennis,
Parikh & Lessem (1994), ,Kohles (2000)  and Sage (2006)  have worked upon the
communication as Leadership Role and declared it as great skill.

3.1.1 Present study while decloring ammnication as an effective leader compentency also
proved that private sector secured better score than of public sector (Table 1.3, No.2)

3.2 Learning: In a business environment of rapid change, many organizations seek to
embrace organizational learning strategies to harness the abilities of all members. While
considering learning as Leadership Role, Muthusamy and White (2005), London and Sessa
(2006), Bristol (2003) Chan and Scott-Ladd (2004), Sosik, Godshalk and Yammarino
(1999) worked a lot on the issue.

3.2.1 Our research also give due importance to learning as leadership role and he should
ensure continuity of learning process of himself and for the leader at public airline obtained
more score than private one, public hospital score> private hospital and private bank score>
public bank.

3.3 Influence: Influence and power are inextricably linked. In fact, some scholars think
that understanding power and the use of influence might be the most important concepts
in all of leadership. Power is defined as the capacity to cause change. Influence is the
degree of actual change in a target person's attitude, values, beliefs, or behaviors and same
was researched out by the scholars like Clark (1999), Hemlin (2006), Musella and Leithwood,
(1988), McDonald, Michael, Gooding and Cart. (2005), Galo. (2001) and Letendre, Henry
and ToIan (2003).

3.3.1 Due environmental factors in Pakistan, we observed diversity in assessment of
organizational leader.

3.4 Confidence: Kwok et. al. (2000), Lambrecht et. al. (1997), Bolger, Pulford and Colman
(2000), Sadler (1970) and Jong Ruyter (2006) researched on confidence and proved it as
leadership role. Leaders in Pvt Banks and hospitals were more confident than of public
sector whereas airlines case was opposite.

3.5 Knowledge: In the Sage (2005) role of leader it is expected that he is a man of
knowledge and wisdom.  He performs as follows:

. Develops wisdom by expanding knowledge about wide-ranging.
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. Sees order and patterns where others only see chaos.

. Designs strategy by being cognizant of the past, present, and possible.

. Sustains curiosity and ongoing learning.

. Remains open to new ideas and ways of thinking.

. Is energized to understand complex, ambiguous situations and find the best path.
Hurley and Green (2005) ,Berry (2003), Ahn, Jae-Hyeon & Chang, Suk-Gown (2004),
Mahoney, (2001),  Politis (2002) and Paul Iles, Yolles Altman (2003) established that
leaders must maintain the competency in knowledge.

3.6 Strategy: Cornelius et. al. (2002) has determined that a leader must take on certain
"roles" to be truly effective.  In its "Strategic" capacity, the leadership group spends time
working on issues of long-term importance, including common policies, common direction,
and organizational development/improvement initiatives. When the team works together
strategically, they focus on issues that involve the long-term survival and/or growth of the
business, as well as issues that will improve the day-to-day running of the business.  Over
time, these efforts work to reduce the number and severity of daily crises.

Recent studies have shown that Australian human resource management (HRM) has taken
on a 'strategic' status. Implicit in these studies is the need for practitioners to effectively
manage both macro and micro environmental challenges. Successful repositioning of the
HRM function suggests that practitioners must perform three major roles, categorized as
(i) strategic; (ii) consultancy; and (iii) service roles. Pajunen (2006), Cornelius et. al.
(2002), Magdaraog (2003) and Tarafdar, Vaidya Hienemann (2006) have also proved a
great leader should work out strategies to achieve good results in organization.

3.7 Priorities: A leader should be capable to prioritize the activities and same was supported
by Gibson, Martin and Singer (2004), Gibson, Martin and Singer, 2004), Holmes (2002),
Fisher (2004), James (2003), Yamuna Ako (2002) Webster (1997) and Baodong Liu (2004)

3.8 Relationships: Shakeela (2004) assessed independent dimensions of leadership behavior
with an adapted version of an instrument that was designed to capture two dimensions of
leadership: (1) initiating structure or task, and (2) consideration or relationship. The results
obtained from a sample of 409 managers from the Maldives and Mauritius; reveal that the
respondents identified five dimensions of managerial leadership behavior instead of the
two that were expected. Panam (2004) while explaining 'Relationship building' expresses
it as a leadership role which is the sum of five sub roles which include supporting,
harmonizing, energizing, tension relieving and facilitating. A good leader/Manager should
be able to establish and maintain cordial relationships with the people in organization and
same was proved by Rajagopalan, Rasheed, and Datta (1993), Schwenk (1995),  Eby
(2004), and Schleich (2003).

3.9 Integrity:   Webster's (2006) New Collegiate Dictionary defines integrity as firm
adherence to a code of values or the quality or state of being complete or undivided.  How
does this translate to the business world? Leadership experts Dr. Gay Hendricks and Dr.
Kate Ludeman cite in their book The Corporate Mystic, "the mastery of integrity comes
down to three things: being authentic with yourself, being authentic with others, and doing
the things you have said you would do". Integrity has been declared a great skill by Storr
(2004), Petric (2000).

3.10 Delegation: Management strategies for directors and others involved with the
management suggest ways to effectively delegate authority and tasks in order to reduce
administrative pressures and workload. Abe and Babylon (2005), Zhang et. al. (2006),
Hayden (1999), Genrich et. al. (2001),   Bredeson (1995) and Osborne (1984). have also
established that good leaders delegate to subordinates.
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4. METHODOLOGY

4.1 Study Design

The study on Leadership role in Human Resource Procedure Management is being an
emerging subject in Pakistan, to be viewed as Descriptive-Exploratory Research. It is
termed as exploratory in the sense that there has been no prior research on the topic in
Pakistan whereas it is descriptive because HRM departments have been working as
personnel department or admin department along with its management comprising of
managers as leaders in the organizations since decades in the country. What is leadership,
its role and its assessment in HRM is therefore, covered under the exploratory discussion.
The research involved formulation of leadership assessment questionnaire based on 360o
Feedback system, literature search, identification of target population, selection of research
sample, data collection and its analysis, interpretation, conclusion and recommendation
as depicted in Fig. 1.1 below:

Fig. 1.1

4..2 Universe of Study

The universe of study is the public and private sector organizations, in Pakistan.  Six
organizations comprising of three in public and three in private sector, have been chosen
as universe.  The departments under study are located in Karachi - Pakistan.  Karachi is
capital of province of Sindh and the largest city of the country in terms of population as
well as education.

4.3 Target Population

The target population comprises of Human Resource Management departments of two
banks, one at the public sector named as National Bank of Pakistan (NBP) compared to
one at private sector named Muslim Commercial Bank of Pakistan (MCB).  Civil Hospital
HRM / personnel department has been compared with the same of Aga Khan Hospital /
University HRM department.  HRM department of Pakistan International Air Line has
been assessed, compared to HRM of Aero Asia Airlines.  As in Table 1.1 below; 115
leaders were assessed by themselves for supervisor, 162 peers and 141 subordinates:

Table 1.1

Total Assesses: 115
Total Assessors: 520

Formulation
of

Questionnaire
Literature

Search
Target

population Sample Data
Collection Data analysis

Conclusion
&

Recommendations

S.No

1.
2.
3.
4.
5.
6.

Organization

Aero Asia
P I A
Agha Khan Hospital
Civil Hospital
M C B
N B P

Leaders/
Assessees

06
15
11
10
25
48
115

Self
06
15
11
10
25
48
115

Supervisor/ Boss
02
14
10
10
24
42
102

Peer
06
19
19
20
42
56
162

Subordinate
12
19
18
18
20
54
141

Assessors

Total
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4.4 Sampling

All the officers /managers / leaders available in Human Resource Management Department
have been evaluated and assessed against the very new and innovative tool first time being
used in Pakistan known as "360 degree feedback assessment system".  Questionnaires
have been got filled in by the total 520 assessors (superior, peers, subordinates and himself)
officers / leaders. Table. 1.2 below shows the status accordingly: Ten competences each
which are communication, learning, influence, confidence, knowledge, strategy, priorities,
relationships, integrity and delegation.

Table 1.2

4.5 Tool / Used For Study

An instrument as a questionnaire was used for this study which is called "360 Degree
Leadership tool" authored by Gorham (2002).  Primary goal of this program is to improve
organizational leadership through input of assessment by person's superiors, subordinates
and peers.  By surveying up, down and across (360 Degree) we can provide leaders /
participants / organizations with information unobtainable from conventional assessment
instruments.  This activity is totally anonymous, no personal information is asked. The
instrument / tool is a 43 items questionnaire encompassing ten very famous leadership
behaviours / competencies to be assessed which are, Communication, Learning, Influence,
Confidence, Knowledge, Strategy, Priorities, Relationships, Integrity and Delegation.

4.6 Statistical Analysis Tool

The data was statistically analyzed by SPSS version 11 for results through Mean Comparison
t-test.

4.7 Assessment Procedure

Each of the leader / manager was assessed by himself, his senior, peers and subordinates
against the leadership roles / competencies (Table 1.3) upon the concept of 360 - degree
evaluation.  Then after summing up all, average score was considered.  Subsequently sum
of all the leaders in organization was calculated and then mean was scored which was
taken as leadership score of organization.  Similarly all the organizations were assessed.
Table 1.3 (S.No. 12) provides the picture of mean score of each of the organization.

S. No.

1.
2.
3.
4.
5.
6.

Organization

Aero Asia
PIA
Aga Khan Hospital
Civil Hospital
MCB
NBP

No of Officers
(Assesses)

06
15
11
10
25
48

No. of
Assessors

26
67
58
58
111
200

Roles /
be Assessed

60
150
110
100
250
480
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5. RESULTS

Table 1.3

Figure - 1.2
Organizations

Table - 1.4
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S.
No
1
2
3
4
5
6
7
8
9
10
11
12

Role /
Competences

Strategy
Communication
Knowledge
Learning
Influence
R e l a t i o n s h i p
Delegation
Priorities
Integrity
Confidence
Over all
Mean

Pvt
Airline

3.7
3.68
4.21
3.83
4.09
3.99
3.26
4.73
4.28
3.68
39.45
3.94

Public
Airline

3.99
3.38
4.31
4.39
4.38
4.21
3.22
4.46
4.35
3.86
40.92
4.092

Pvt
Hospital

4.16
4.14
4.44
4.52
4.55
4.61
3.75
4.52
4.57
4.37
43.63
4.36

Public
Hospital

3.17
3.94
4.45
4.63
4.59
4.52
3.48
4.67
4.75
4.17
42.46
4.245

Pvt
Bank
4.44
4.31
4.60
4.59
4.58
4.64
4.03
4.60
4.60
4.17
44.61
4.46

Public
Bank
4.22
3.95
4.31
4.24
4.36
4.34
3.26
4.56
4.35
3.98
41.58
4.15

S. No
1
2
3
4
5

Organizations
Airline
Hospital
Bank
Overall
Mean

Private
Organization

3.94
4.36
4.46

12.76
4.25

Public
Organization

4.092
4.245
4.15

12.487
4.16



Fig - 1.3

Table 1.5 (a)
T-Test; Showing Mean difference in leadership competencies in Private and Public Sector

Airlines/ Banks / Hospitals

Table 1.5 (b)
One Sample Test; comparing t - Leadership Competencies among All Six Private and

Public Sector Organizations

Graph  1.4
Showing Mean (Average) values on HRM - Leadership Roles among

All Six Private and Public Sector Organizations
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6. DISCUSSION

6.1 Findings
a. Private Organization leadership is performing better than public sector organizations

i.e. (Table 1.4).
b. Private Bank leadership's performance has been assessed greater than Public Bank

(Table 1.3).
c. Private Hospital leadership secured better score than of Public Hospital (Table 1.3).
d. Private sector airline's performance has been assessed as weaker than public airline

contrary to hypothesis (Table 1.3).
e. Comparison through T-test, the value of mean and T have also proved all the above

findings (Table 1.5 a/b, Graph 1.4).
f. All the hypothesis have been proved except hypothesis-II (Airlines case).

6.2 Discussion
a) Hospitals. Reasons, for better performance by private sector leadership than public are
appended below:

1. Private Hospital is working upon International standards, Integrating physician and non-
physician roles across all functional areas of the organization to improve functional, quality,
operational and clinical outcomes whereas public Hospital works upon local standards.

2. Private Hospital applies specific criteria and vigorous processes that enable it to identify,
recruit, select and train physicians to be effective leaders. On the other hand motivational
factors are seldom applied within the government hospital.

3. Immediate action oriented check and balance system exists in private hospital, while
public sector is lacking in such accountability. Balance between authority and responsibility
exists to a great extent in private hospital against the non existence of the same in public
sector.

4. Higher salaries / incentives demand more work and motivation in private sector whereas
lesser benefits lead towards inefficiency in playing of leadership roles within the public
sector hospital.

5. Private hospital incorporates different leadership styles to facilitate acceptance of
integration and improves team effectiveness, whereas public sector very seldom allows
innovations and dominating authorities believe less in motivating the team and more in
ordering and forceful implementation of the required performance.

6.  Private Hospital provides proper education and training, as well as a rigorous selection
and recruitment process. Their physician leaders are making significant contributions to
their healthcare organization, to help make it safer, more efficient and more profitable.

7. Private Hospital believes in positive human relationships when it comes to HRM
concerns.

b) Banks. HRM Leadership in Private Sector Bank scores higher than Public Sector Bank,
it might be as a corollary to the following:

1. Transparent recruitment and selection of staff and officers.
2. Better working environment and conducive atmosphere at all levels.
3. Attractive salaries and incentives.
4. Higher motivation.
5. Continuous and continual training and courses i.e on job training.
6. Maintenance of International standards.
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7. More educated employees.
8. Innovative and flexible policies in vogue.
9. More competitive and challenging objectives in hand.
10. Leaders supports and prefer the concept of participative / democratic leadership instead

of bossing or autocratic style.

c) Airlines. The reasons of unexpected results opposite to hypothesis might be:

1. Private Sector Airlines is operating at very small scale being a very small organization
as compared to Public Airlines which is enormous in size.

2. Private Sector Airlines is still in its developing stage and quite new in the field whereas
Public Sector Airline has been operating since very long and is very established Airlines.

3. The infrastructure of HRM in Private Sector Airline is at very initial stage whereas
HRM department at Public Sector Airline is well established and running on innovative
principles

d) Some Other Reasons For Better Results At Private Sector. The experiences during
data assimilation of the study reveal the following Reasons of better leadership performance
in Private Sector:

1. Transparent and innovative system of recruitment and induction of employees.
2. Better and extensive training facilities and chances.
3. Programmed / designated on job training and courses.
4. Strategies implemented to provide mental relaxation within the environment.
5. Audit and control system is standardized.
6. The 'time management' in private organization is implemented.
7. Private sector is working under innovative concept of efficiency / effectiveness.
8. Since it is owned by individual / groups of business people, therefore productivity i.e.

output / input is always considered greater.
9. Flexibility in ideas and procedure implementation.
10. New Technology is given preference.
11. Effective and prompt means of communications are used.
12. Personal welfare and efficiency of employees leads to better out put.
13. The atmospheric competitiveness prevails.
14. Cultural diversity is accepted in private organization more than in government.
15. There is an excellent feedback and accountability system.
16. Probability of misuse of power is less.
17. Cross cultural growth is preferred where employee can survive easily.

7. CONCLUSION & RECOMMENDATIONS

7.1 Conclusion
The conclusion of the study indicated; a) Leadership performance at Private sector is higher
then Public sector organization. b) The leadership roles in private sector bank were
significantly higher on all the ten competencies as compared to public sector bank. Results
are evident in this regard. c) The leadership roles in private sector hospital were significantly
higher on strategy, communication, relationships, delegation and confidence as compared
to the public sector hospital. d) The leadership roles in public sector airline were significantly
higher on strategy, knowledge, learning, influence, relationship, integrity and confidence
 as compared to the private sector airline. Findings further report that 360-degree assessment
tool provides more accurate and justified evaluation of an individual's competencies to
judge his performance as a leader. Further it has been concluded that leadership development
is an essential element to improve the organizational infrastructure. Training of public and
private sector professionals must incorporate leadership skills and knowledge to augment
the overall competency of the workforce.   Despite all concerns, we believe that the
enhancement of Leadership Role and Competency is a unique and groundbreaking
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contribution that can be used by both public and private sector organizations. Developing
qualified and able public and private sector leaders is a critical step in building the
infrastructure needed to address organizational challenges in both the sectors.

Recommendations
1. To improve the quality of HRM, the paradigm shift from Manager to Leadership is

essential in all the public and private sector organizations. Within public sector, the
leadership style is still Hegemonic / Autocrat and has not entered the area of International
phenomenon of leadership till to date.  There is need to switch over participative and
democratic style of leadership.

2. Organizations should ensure that communication process should flow in all directions,
upward, downward, in parallel just as of concept of 360 degree Feedback to reach out
desired results.

3. Leadership needs assessment for improvement.  For improvement of behavior skill
and traits of personality to perform better leadership roles, frequent use of 360o feedback
assessment should be made in organizations.

4. In ?Developing pay systems and other incentives, the public sector is not usually able
to compete with the salaries offered by private employers, especially those of highly-
educated personnel and managers.  However, pay increases may be necessary to prevent
an outflow of highly-qualified personnel.

5. Regular monitoring and evaluation of strategic actions is a crucial part of the process
and is a tool for continuing development and improvement.  This tool should judicially
be utilized in every organization.

6. Public and Private sector Bank's Leaders in Pakistan need to compete and excel across
ten common competencies / roles which will provide subsequent outcome of better
human service:

7. The Public and Private sector Airline Leaders in Pakistan need to be trained for
improvement of their leadership competencies which will result into performance of 
HR activities in better way.

8. The Public and Private sector Hospital Leaders in Pakistan must be able to engage in
new thinking and help executive management to develop new directions to successfully
compete in an increasingly challenging environment. They need to explore strategies
to measure progress through a set of "vital signs" and continually redirect the organization
to respond to change and opportunity. Hospital CEOs and their boards must build and
sustain vibrant, trust-based relationships in order to successfully navigate the opportunities
and challenges in today's complex and fast-paced healthcare world. Trust is a result
of high integrity, clear and consistent communication, well-defined roles and
responsibilities, and well-articulated performance expectations and accountabilities.
Hence they need to explore the dynamics of building a board/CEO relationship where
the best skills and resources of each are used to develop synergistic leadership that
inspires confidence and drives high performance.
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