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Abstract. Present study examined the relationship between Human Resource Development (HRD) climate,
mindfulness and public leadership behavior and how emotional capital increases the role of Human Resource
Development Climate (HRDC) and mindfulness in public leadership behavior. Data were gathered from 252 re-
spondents of 18 public universities of Islamabad and Rawalpindi. Random sampling technique was used. For
analyzing the collected data, correlation and regression test were used. Findings of the study give clear picture of
Public Leadership Behavior (PLB) in public universities of Pakistan. Study results proved that HRDC, mindfulness

and PLB have the positive relationship which would further get enhanced by the role of emotional capital. For
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INTRODUCTION

Study focuses on the potential influence of PLB and endeav-
ors to identify the rationales for public leadership behav-
iors. In public universities, management satisfaction level
is derived from their subordinates as well as from their own
work performance. The main objective is to identify posi-
tive influences on PLB and inspect their implications for ef-
fective organizational performance. Senior managers play
a vital role in accomplishing human resource policies be-
cause they affect employees’ perceptions about their man-
agement and their behavior. As a result they support their
leaders’ behavior to elucidate the link between HRD and
performance of the organization. For the public sector or-
ganizations, to deal with growing competitive pressures
locally and globally, the presence of HRD climate is very
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future researchers, this study also provides valuable findings and recommendations.
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essential (El-Ghalayini, 2016; Sabri & Sami, 2014). HRD
climate should be given a special attention in order to fill
the existing knowledge gaps and to meet the organizational
current and expected future needs.

Hyland, Lee, & Mills (2015) finds that currently the idea
of mindfulness is becoming popular among the organiza-
tional employees, leaders and psychologists. Mindfulness
is an element of consciousness which has historically been
associated with well-being. Organizations are always about
their employees because employees are more than just cap-
ital. According to him it is about communicating and cre-
ating the meaning of personal relations. Susanne (2010)
said that human, social and culture capitals are energized
or boosted by emotional capital. Despite, there is a lack
of scholars’ interest in, how emotional capital can affect
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the relationship between HRD climate, leader’s behavior
(Schmidt, 2010) and mindfulness (Silahtaroglu & Vardar-
lier, 2016; Weick & Sutcliffe, 2006) in the organization.
Therefore this study observes the moderating impact of
emotional capital on the relationship of HRD climate, mind-
fulness and PLB in public sector universities of Pakistan. In
the competitive and complex global workplace emotional
capital play an essential role in knowledge and self man-
agement for the organizations, educational institutions and
companies (Zembylas, 2007).

Hence, there exists a gap in literature and present study
in exploring the link of emotional capital with HRDC, em-
ployee’s mindfulness and their PLB in the organization.
Therefore this study investigates how emotional capital
moderates the relationship between employees’ mindful-
ness and HRD climate and their PLB? Present research is
capable of contributing to a better understanding of lead-
ership behavior in public universities. It develops a better
understanding of their leadership behavior. It will also help
future researchers to obtain thoughtful understanding to
address the issue seriously in Pakistani perspective espe-
cially focusing on the public organizations to enhance the
behavior and thus overall performance of the organizations.

LITERATURE REVIEW

Employee’s Mindfulness and PLB

mindfulness is when a person attentively observes the mind
process and keeps them in great regards. In a management
area, mindfulness also contributes to create a better func-
tional and more effective work place (Glomb, Duffy, Bono
& Yang, 2011). It is a thoughtful process towards the prac-
tices. Mindfulness plays pivotal role in career counseling of
the individuals who are unsure about their goals (Susanne,
2010; Willy, 2017).

Influence on employees’ attitudes, behaviors, percep-
tion and encouraging them to take lawful decision and take
initiative to build their network at workplace (Momeni,
2009). Trust of the employees is increased when leader’s
behavior is recognized as reliable and trustworthy (Cald-
well & Hayes; 2010). In an organization, it is also necessary
for an effective leadership to facilitate in collaboration. It
may face changes and deviations that were not previously
encountered. In such scenarios, it is important for the orga-
nization to be mindful. Hyland et al. (2015) explained that
“The core business case for mindfulness is that the leader
will be more effective if he/she is fully present on the job,
he/she will make better decisions, and will work better
with other people at the workplace.”
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H1: There is a significant relationship between mindful-
ness and PLB.

HRDC and PLB

HRD climate is the phenomenon that presents a concept
of maximizing the employee’s performance to achieve the
profitable results. It is considered as the central part of su-
pervisors’ behaviors and attitudes towards their employees
development (Akinyemi, 2014; Mahdieh, 2015). He further
defines that in HRD climate the employees have insight
about the organizational procedures, policies and practices
that prevail in the organization.

Employees have the perception that they have organiza-
tional development environment in different organizational
HR system and practices (Purohit & Verma, 2013).

Public management personnel like managers, directors
and supervisors have the strong tendency to implement
the PLB at their workplace (Tummers & Knies, 2014). PLB
is having an extraordinary place within the organization.
That's why working of public relation professionals are
considered cross functionally, as boundary spanners (Choi
& Choi, 2009). Leaders facilitate the employees to maintain
and develop a strong knit bond by uniting them. Leader’s
effectiveness acquires both a concern for the completion of
task as well as ascertaining relationship with staff (Wang &
Shyu, 2008).

H2: There is a significant relationship between HRDC and
PLB.

Role of HRDC in Association with Emotional Capital and
PLB
Organizations are accountable for their staff, board of di-
rectors, clients, numerous financial supports, their ongoing
tasks and customers. However arrangement for the numer-
ous constituencies can direct to variation in the Leadership
behaviors. Phipps & Burbach (2010) narrated that in an or-
ganization, the hardest job for the leaders is to convince the
diverse opinion groups on the future objectives. By doing
this, differences are observed that how leaders behave in
public organizations (Knies & Leisink, 2014).
Accountability and openness of the employees and
leader interaction are described by the open climate. Em-
ployee’s emotional facet of work seems to be a source of
pleasure and satisfaction rather than exploitation (Pulkki-
nen, 2015). When employees in the workgroup are per-
forming their tasks, they develop mutual emotions among
them. According to Susanne (2010) substantial successes
of the organizations depend upon their emotional atmo-
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sphere. It includes their comfort level, rapport with col-
leagues, and concord with supervisors and deliberation
about company matters. Researchers have done a very lit-
tle study on this aspect and it has been mainly abandoned
by them.

H3: There is a significant role of emotional capital in the
relationship between HRDC and PLB.

Role of Employee’s Mindfulness in Association with
Emotional Capital and PLB

Employee's emotional capital facilitates their realistic and
continual development in the long-term learning at work-
place. Even it has profitable and crucial impact on the orga-
nization, society and for social and economical living too.

Mindfulness can also lead the senior leaders to advance
their focus on their mindsets, emotional states, and how
these two affect and how they interact with others. Inten-
tionally long-term focus helps to improve leaders’ flexibility
and malleability (Schaufenbuel, 2014).

Leaders first know where to lead themselves than other
people soleaders find out their full working potential before
they lead others to discovering their full working potential.
In an organization those employees who experience posi-
tive emotions make better decisions, they are more produc-
tive, creative, resilient, and have better interpersonal skills.
There is study exploring the implication of emotional capi-
tal, mindfulness and PLB at workplace but still lot of work is
required to find out emotional capital's impact on leader’s
behavior and employee’s mindfulness.

H4: There is a significant role of emotional capital in the
relationship between mindfulness and PLB.
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FIGURE 1. Conceptual framework
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RESEARCH METHODOLOGY

Eighteen public universities in Islamabad and Rawalpindi
as per Higher Education Commission (HEC) list were con
sidered population, consisting of directors, deputy direc-
tors, and Managers, and were asked to complete a question-
naire alone. Population of this study was approx... 1200 as
notified by universities management. This is an explana-
tory study, carried out to investigate the relationship of
mindfulness and HRD climate that contour the behavior of
leaders in public universities. Distributed questionnaires
were 306, from which only 270 responses were received
back, and out of 270 only 252 were correctly filled one.
While individuals are the unit of Analysis and from them
data were gathered. The Random sampling technique was
performed using the random number tables for the selec-
tion of sample. Collected data were analyzed by SPSS, 21
Version. Cross sectional study design was used as it is cost
and time effective. This study is designed to attain the re-
quired objectives.

Instrumentation

Dimension of PLB was used to measure the variable PLB,
which was developed by (Tummers & Knies, 2014). The
questionnaire measures four dimensions of PLB.

Toronto Mindfulness Scale (TMS) was used to measure
the variable mindfulness, which was developed by (Lau et
al,, 2006). The questionnaire measures the two dimen-
sions of mindfulness. HRD climate was used to measure
the variable HRD climate, which was anticipated by (Rao
& Abraham, 1986). emotional capital inventory 360 was
used to measure the variable emotional capital, which was
developed by Martyn (2008). Questionnaire consists of 33
items and measures ten dimensions of emotional capital.

On five-point Likert scale from 1 (Strongly Disagree) to
5 (Strongly agree) responses were recorded from the par-
ticipant. The scale was selected based on the instrument’s
validity; Cronbach’s alpha reliability of PLB, mindfulness,
HRD climate and emotional capital was 0.93, 0.84, 0.91 and
0.93 respectively.

RESULTS

Frequency and Percentage of Personal Information
According to results, frequency of males (171) is higher
than females (83). Similarly the highest percentage lies
between the age of 44 and above that is 39.8% and the low-
est percentage of age lies in the category of 20 to 25 years
i.e., 4.7%. Respondents’ working experience between 16-20
years has the highest percentagei.e., 42.9% and 1 to 5 years
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has the lowest percentage i.e., 0.8%. Maximum percentage
of respondents was 37.0%, who had Master's qualification.

Correlation Analysis

PLB is found to be positively correlated to HRD climate (r
= 0.484, p < 0.01) while emotional capital is significantly
correlated to HRD climate (r = 0.457, p < 0.01). It also il-
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lustrates that mindfulness is positively correlated to HRD
climate (r = 0.458, p < 0.01). Emotional capital is positively
correlated to PLB (r = 0.447, p < 0.01), where as it showed
that mindfulness is positively correlated to PLB (r = 0.420, p
< 0.01) and mindfulness is significantly correlated to emo-
tional capital as well (r = 0.597, p < 0.01).

TABLE 1. Variables correlation matrix (N = 252) regression analysis

HRDC PLB Emotional Capital Mindfulness
HRD climate 1
PLB 484** 1
Emotional capital .457** .447** 1
Mindfulness A58%F 420 597%%* 1

**Correlation is significant at the 0.01 level (2-tailed).

Regression analysis was executed to inspect the rela-
tionship between the variables. Table 2 model summary of
regression analysis for mindfulness with PLB.

In Table 2, to check the significance of the association be-
tween mindfulness and PLB linear regression analysis was
carried out. Results show that all relationships are highly

significant. The value of the beta coefficient was computed
tobe 0.420 representing positive relation between two vari-
ables. The value of R? = 1.76 reveal that change is brought
in PLB due to MF. Hence it is proved that there is a positive
relationship between mindfulness and PLB.

TABLE 2. Model summary of regression analysis for mindfulness with PLB

M R R Square Adjusted R Square Std. Error of the Estimate Change Statistics
R Square Change F Change Sig. F Change
1 .420° 176 173 .5182 176 53.909 .000

a. Predictors: (Constant), CMF

To check the significance of the association between
HRD climate and PLB linear regression analysis was carried
outin Table 3. Results show that all relationships are highly
significant. The value of the beta = 0.468 representing pos-

itive relation between two variables. The value of R? = 2.19
reveal that change is brought in PLB due to HRD climate.
Hence it supports the supposition that there is a positive re-
lationship between HRD climate and PLB.

TABLE 3. Model summary of regression analysis for HRD climate with PLB

M R R Square Adjusted R Square Std. Error of the Estimate Change Statistics
R Square Change F Change Sig. F Change
1 468 219 216 .5045 219 70.663 .000

a. Predictors: (Constant), HRDC

The regression analysis for emotional capital and mind-
fulness was carried out in Table 4 which shows that the
value of R? reveals that 0.176 change is brought in PLB due
to emotional capital and mindfulness. The (5 value of 0.420
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and 0.425 shows a positive impact of emotional capital and
mindfulness on PLB. Hence it is proved that role of emo-
tional capital has positive impact on the relationship be-
tween mindfulness and PLB.
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TABLE 4. Model summary of regression analysis for emotional capital and mindfulness with PLB

M R R Square Adjusted R Square Std. Error of the Estimate Change Statistics

R Square Change F Change Sig. F Change
1 4207 176 173 .5182 176 53.909 .000
2 472b 222 216 .5044 .046 14.896 .000

a. Predictors: (Constant), CMF
b. Predictors: (Constant), CMF, MF_EC

The regression analysis for emotional capital and HRD
climate was carried out in Table 5 which demonstrates the
value of R? reveals that 0.327 change is brought in PLB, due
to emotional capital and HRD climate. The beta value of

0.386 and 0.622 shows a positive impact of emotional cap-
ital and HRD climate on PLB. Hence it is hypothesized that
there is a positive role of emotional capital on the relation-
ship between HRD climate and PLB.

TABLE 5. Model summary of regression analysis for HRD climate and emotional capital with PLB

M R R Square Adjusted R Square Std. Error of the Estimate Change Statistics

R Square Change F Change Sig. F Change
1 468 219 216 .5045 219 70.663 .000
2 .572° 327 322 4691 .108 40.459 .000

a. Predictors: (Constant), HRDC
b. Predictors: (Constant), HRDC, HRDC_EC

DSICUSSION

Significant results were shown through detailed analysis;
it’s proposed that in an organization mindfulness has a pos-
itive impact on PLB. Results confirm that mindfulness is
strongly and positively correlated with PLB. Results are in
line with scholars (Hyland et al., 2015; Susanne 2010) who
established the positive role of mindfulness in valuable PLB.

Glomb et al. (2011) also proposed that mindfulness
plays a vital role in building of PLB. Study results verify
the same trend and prove the H1 hypothesis. Study results
confirm the proposition that mindfulness through decen-
tering and curiosity, encourages and promotes the factors
that boost PLB in an organization (Ndubisi, 2012).

It was hypothesized that HRD climate has a positive im-
pact on PLB in an organization. Results show that HRD cli-
mate is strongly and positively correlated with PLB. Results
are according to scholars (Akinyemi, 2014; Saraswathi,
2010) who confirmed the positive role of HRD climate in ef-
fective PLB. HRD climate plays a vital part in building a PLB
and study’s correlation matrix confirms it. This study has
proved that employee's support their leaders’ behavior to
elucidate the link between HRD climate and organizational
performance, which is substantiated by (Kuvaas & Dysvik,
2010; Tummers & Knies, 2014). The correlation matrix
reveals that PLB has higher positive correlation with mind-
fulness. Moreover it was hypothesized that the emotional
capital enhances the role of HRD climate on PLB.
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Moderation Analysis results prove the H3 hypothesis that
emotional capital positively moderates the relationship
between mindfulness and PLB. There are several studies
that have found the effect of emotional capital on the rela-
tionship between HRD climate, Leader’s behavior (Hilgers,
2010; Schmidt, 2010, Stubbs & Wolff, 2008) and mindful-
ness (Weick & Sutcliffe, 2006; Baer, Smith, Hopkins & Toney,
2006) in the organization.

However this study has taken all these variables in one
study and has proven that emotional capital moderates the
relationship between employees’ mindfulness and HRD cli-
mate and their PLB.

It was hypothesized that the emotional capital enhances
the role of HRD climate in PLB. Moderating regression anal-
ysis results prove the H4 hypothesis and it shows a consid-
erable change in R? value.

CONCLUSION

Conclusively, HRD climate and mindfulness have positive
impact on enhancing the PLB in public universities. It is
suggested that universities that understand the importance
of PLB should also understand the significance of HRD cli-
mate and mindfulness and how they enhance the leaders
behavior. HRD climate and mindfulness develop an envi-
ronment in the management that boosts leader’s charac-
teristics such as accountability, lawfulness, and ethical and
network governance. Moreover this study concludes that
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emotional capital has a positive impact on PLB. It positively
enhances the role of HRD climate and mindfulness in de-
veloping PLB. In order to successfully implement positive
leadership behavior in the organization and to adopt an
emotional capital conducive to effective behavior. Leaders
need to reward employees for good team work, climate, cre-
ating curiosity and decentring. This study concludes that
there is a positive relationship between HRD climate, mind-
fulness and PLB and their relationship would further get
enhanced by the role of emotional capital.

RECOMMENDATIONS
It is suggested that the successful implementation of PLB
in the organization and building of an emotional capital

2017

contributing to the effective HRD climate and mindfulness.
The leaders are to be more visible and accessible about
their beliefs and values. Leader’s turn into resource for
their employees and create a HRD climate so their subordi-
nates experience safety and security. Leaders ensure that
the emotional capital is the one that promotes general cli-
mate and mindfulness among employees. At present this
study gives a logical picture of PLB in public universities of
Pakistan and thus will help top management to boost their
behaviors as well as it suggests that implementation of the
emotional capital for the true identification and ultimate
outcomes of the organization is required.
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