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INTRODUCTION

Globally, COVID-19 has caused rapid changes in the workplace (Kirby, 2020). COVID-19 has
disrupted the standard working order of all organizations, including educational, health, business,
etc. This has affected workers’ motivation and job satisfaction. Suffering and challenges reduce
workers’ happiness and productivity (Singh and Mishra, 2020). Motivation at work is an essential
criterion for a healthy organization, particularly in an epidemic context (Wang et al., 2021).
We need to employ new leadership behaviors that harness uncertainty to improve employee
motivation and job satisfaction. This article provides theoretical support and practical reference for
organizations to cultivate situational leadership and eliminate employees’ exhaustion to improve
work motivation and job satisfaction.

COVID-19 AND LEADERSHIP

COVID-19 has affected governments globally, and societies are experiencing an odd situation;
after the global pandemic, this situation led to a global crisis that touched the aspect of our lives,
including family, education, health, work, and the relationship between leaders and followers in our
society (Hinojosa et al., 2020; Aslam et al., 2021; Parveen et al., 2022a). Organization leaders play
a critical role in framing employee experiences at the workplace during and after the pandemic as
they adapt to work on new realities (Ngoma et al., 2021). The managerial level of communication of
those who lead still has a substantial impact on their followers’ performance, behavior, and mental
health (Wu and Parker, 2017; Saleem et al., 2020; Parveen et al., 2022b).

NEW NORMAL

“New Normal” has been used since the end of World War II (Francisco and Nuqui, 2020). An
indispensable leader knows how to do ordinary things well; an unafraid leader acts regardless of
criticism and never backs down (Honore and Robinson, 2012). Nevertheless, the new normal in
2020 is different since the COVID-19 pandemic has affected the world’s economy and education.
This is an uphill battle in which education and money are at stake in a situation where people
find it challenging to adjust. This shift in working and learning space is defined as the New
Normal in working organizations (Mollenkopf et al., 2020). It is moving from a public to a private
space, shifting from one-size-fits-all methods to individualized and differentiated learning, shifting
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FIGURE 1 | Conceptual model.

responsibility. Active participation of household members is
required for this learning process and for evaluating learning
shifts (Francisco and Nuqui, 2020).

Herein, in this study, we examine: how organizations attain
excellent performance in the face of the COVID-19 pandemic
through a situational leadership approach?

The human resource department is one of the most important
aspects of any organization. Organizations, irrespective of their
form and goals, are based on various visions for the benefit of
humans. Additionally, the process is by implementing its mission
and is handled by humans. To achieve performance superiority,
any organization should concentrate on brilliant employees. The
impact of globalization on knowledge and technology progress
in many different areas is incomprehensible. It is indispensable
for the management of human resources to be among the most
critical organizational assets since it plays a significant role in
developing and achieving organization objectives (Syaifuddin
and Sidu, 2019).

SOCIAL EXCHANGE THEORY (SET)

Organizational behavior theories such as SET (Blau, 1964) are
the most influential approach (Cropanzano and Mitchell, 2005).
According to SET (Gouldner, 1960), a good deed performed
by a leader engenders positive behaviors by the opposite party
(a subordinate). Leaders who serve as role models are likely
to feel obligated to their duties and show greater interest in
their assigned tasks (Liborius, 2014). Using the social exchange
perspective, employees whose leaders encourage them through
participative leadership behaviors, such as participation in
decision-making and increased responsibility, may thrive more
and offer helpful behavior toward coworkers due to this increased
autonomy (Usman et al., 2021).

NATURE OF SITUATIONAL LEADERSHIP

Leadership style is a person’s approach to influencing others
through their behavior pattern. The directive, as well as
supportive behavior, compose this leadership style. A directive
behavior encourages group members to achieve goals by

providing direction, setting goals and providing evaluation
methods, defining roles, assigning deadlines, showing how
they will accomplish the objectives, and establishing timelines,
which are spelled out, often through one-way communication.
Group members who exhibit supportive behaviors are more
likely to feel comfortable in their group, coworkers, and
situation. Social and emotional support is demonstrated through
supportive behaviors; supportive behaviors demand two-
way communication (Northouse, 2021). Providing direction,
implementing and monitoring plans, and motivating team
members are aspects of a leadership style (Hourston, 2013). An
organization administrator capable of adapting to the current
circumstances is situational leadership.

Through a situational approach, followers advance and regress
in a developmental continuum that measures the relative
competence and commitment of the followers. Leaders must
determine where followers are on the developmental continuum
to adapt their leadership style accordingly (Northouse, 2021).
Situational leadership is characterized by the relation between
the task behavior (giving instructions, directing, guiding, and
valuing) and the listening, supporting, and valuing aspects of the
engagement. Combined strategies that consider individuals and
the environment are advantageous for this style. Consequently,
workers can maximize their learning experiences and satisfaction
(Walls, 2019). In following a situational leader, it is not as
necessary to have a charismatic leader with large numbers
of followers as it is to have rational comprehension of the
situation and appropriate response (Grint, 2011). Situational
leadership requires individuals to be flexible and use their
behavior according to their situation without following a set
formula (Walls, 2019).

WORK MOTIVATION

Motivation determines what individuals do and how they do
it based on what they are motivated to do (Meyer et al.,
2004). Motivating someone to act to achieve his or her goals
is a condition or circumstance that encourages and stimulates
a person. As a result of solid motivation, an individual may
possess energy, power, or a complex condition and the ability
to move toward a particular goal, whether or not it is achieved.
The motivation will be driven by both the individual (intrinsic)
and his surroundings (extrinsic). According to Herzberg’s
theory, a motivational factor would be achievement, recognition,
responsibility, progress, the work itself, and the opportunity
to develop. Work motivation factors include achievement,
recognition, and advancement (Syaifuddin and Sidu, 2019).

JOB SATISFACTION

The sense of comfort and pride employees experience in doing
their jobs is called job satisfaction; job satisfaction is achieved by
employees who feel their job is valuable and essential (Mustofa
and Muafi, 2021). The belief in the amount of pay employees
must get for the differences in rewards becomes a general
attitude toward their work assessment (Castle et al., 2007).
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Besides, job satisfaction is related to what they get and expect
(Dartey-Baah and Ampofo, 2016). Then, it will be represented
by positive or negative behavior that employees showed in
the workplace (Adiguzel et al., 2020). Several factors have
influenced job satisfaction, including working hours, working
conditions, payment, work design, promotions, demographic
features, human resource development, leadership style, and
stress level (Bhardwaj et al., 2021). There is a direct correlation
between job satisfaction and an organization’s leadership style
that provides advice, praise, and assistance to employees
when they face problems at work (Sapada et al., 2017; Phuc
et al., 2021). Employees who are highly satisfied with their
job can contribute to the organization’s performance (Takdir
et al., 2020). Employees often focus less on the duties and
responsibilities of an employee than on perceived job satisfaction
that encourages them to perform at their best (Aprilda et al.,
2019).

RELATIONSHIP OF SITUATIONAL
LEADERSHIP WITH WORK MOTIVATION
AND JOB SATISFACTION

There is a positive correlation between work motivation and job
satisfaction, and intrinsic motivation is positively correlated with
job satisfaction (Alnlaclk and Alnlaclk, 2012). In research, it was
discovered that intrinsic motivation was positively related to job
satisfaction (Arasli et al., 2014).

Leadership and work motivation provide a positive and
significant effect on job satisfaction (Pancasila et al., 2020).
Leadership motivates and satisfies followers by helping them
in a friendly way (Haq et al., 2022). According to several
studies, situational leadership leads to increased motivation
(Fikri et al., 2021). Situational leadership can positively and
significantly affect job satisfaction and trust, respect, and pride
among subordinates. Incorporating these characteristics can
assist leaders in building employee commitment, raising risk
awareness, articulating a shared vision, and reinforcing the
importance of the vision (Al-edenat, 2018). The result is also
in line with that of Li and Yuan (2017), who demonstrated
that a leader’s impact on job satisfaction is both positive
and significant. According to Saleem (2015), leadership creates
a significant positive impact on job satisfaction. Situational
leadership is positively associated with job satisfaction (Fonda,
2015). In conclusion, leadership is crucial in determining
work motivation and job satisfaction (Mustofa and Muafi,
2021).

SUMMARY AND CONCLUSIONS

Situational leadership has a positive influence on work
motivation and job satisfaction (Figure 1). It encourages
employees to finish their jobs enthusiastically and spurs
their devotion to their roles for successful job completion.

This leadership style is easy to comprehend, intuitively
sensible, and adaptable to various situations (Northouse,
2021).

Situational leadership significantly impacts job satisfaction
(Shyji and Santhiyavalli, 2014). Assuring employee job
satisfaction is a vital role of a leader in achieving organizational
goals. Job satisfaction levels may vary between employees, places,
jobs, and organizations (Ridlwan et al., 2021; Saleem et al.,
2021). In addition to promoting exemplary employees, effective
leadership promotes job satisfaction (Setyorini et al., 2018).
Employee job satisfaction directly impacts job performance
in an organization (Hutabarat, 2015). Employee performance
is positively correlated with job satisfaction (Sidabutar et al.,
2020). This situational approach has a prescriptive component,
whereas many leadership theories are descriptive. Situational
leadership, for instance, prescribes a directing style for you,
the leader, if your followers are of very low competence. The
situational approach suggests that you follow a supportive
leadership style if your followers appear competent but lack
confidence. These prescriptions, in general, provide all leaders
with a set of guidelines that are extremely helpful for aiding
and enhancing effective and efficient leadership (Northouse,
2021).

Leaders should be aware of how they lead and use appropriate
styles to develop the skills of their staff while promoting
satisfaction with their jobs (Carlos do Rego Furtado et al., 2011).

In sum, situational leadership motivates employees and
improves employee satisfaction at work (Schweikle, 2014).
The situational approach applies to virtually any organization
and at nearly any level for almost any goal. There are
many possible applications for it (Northouse, 2021). Higher
productivity resulted from better leadership. In this way, job
satisfaction contributes to employee performance ultimately.
That means the higher job satisfaction leads to the better
the employee performance (Jalagat, 2016). Effective leadership
can result in more satisfied employees, more motivation at
work, and more satisfaction with the workplace. It is worth
mentioning that the theoretical understandings gained through
this research will encourage future scholars to investigate how
situational leaders can improve the performance of employees.
An extensive empirical study is needed to understand the
role of the situational leadership approach in the current
pandemic circumstances. Moreover, the biggest challenge facing
leadership studies right now is the lack of knowledge about
the topic.
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Arasli, H., Daşkin, M., and Saydam, S. (2014). Polychronicity and intrinsic

motivation as dispositional determinants on hotel frontline employees’ job

satisfaction: do control variables make a difference? Procedia-Soc. Behav. Sci.

109, 1395–1405. doi: 10.1016/j.sbspro.2013.12.643

Aslam, S., Akram, H., Saleem, A., and Zhang, B. (2021). Experiences of

international medical students enrolled in Chinese medical institutions

towards online teaching during the COVID-19 pandemic. PeerJ. 9, e12061.

doi: 10.7717/peerj.12061

Bhardwaj, A., Mishra, S., and Jain, T. K. (2021). An analysis to understanding

the job satisfaction of employees in banking industry. Mater. Today Proc. 37,

170–174. doi: 10.1016/j.matpr.2020.04.783

Blau, P. M. (1964). Justice in social exchange. Sociol. Inq. 34, 193–206.

doi: 10.1111/j.1475-682X.1964.tb00583.x

Carlos do Rego Furtado, L., da Graça Câmara Batista, M., and José Ferreira Silva,

F. (2011). Leadership and job satisfaction among Azorean hospital nurses: an

application of the situational leadership model. J. Nurs. Manag. 19, 1047–1057.

doi: 10.1111/j.1365-2834.2011.01281.x

Castle, N. G., Engberg, J., and Anderson, R. A. (2007). Job satisfaction of

nursing home administrators and turnover. Med. Care Res. Rev. 64, 191–211.

doi: 10.1177/1077558706298291

Cropanzano, R., and Mitchell, M. S. (2005). Social exchange

theory: an interdisciplinary review. J. Manag. 31, 874–900.

doi: 10.1177/0149206305279602

Dartey-Baah, K., and Ampofo, E. (2016). “Carrot and stick” leadership style: Can

it predict employees’ job satisfaction in a contemporary business organization?

Afr. J. Econ. Manag. Stud. 7, 328–345. doi: 10.1108/AJEMS-04-2014-0029

Fikri, M. A. A., Amri, L. H. A., Nadeak, M., Novitasari, D., and Asbari, M. (2021).

Urgensi menumbuhkanmotivasi pelayanan publik pegawai puskesmas: analisis

servant leadership dan mediasi basic need satisfaction. Edukatif: Jurnal Ilmu

Pendidikan 3, 4172–4185. doi: 10.31004/edukatif.v3i6.1421

Fonda, B. (2015). Pengaruh Gaya Kepemimpinan Situasional terhadap Budaya

Organisasi dan Kepuasan Kerja Karyawan. Jurnal Administrasi Bisnis (JAB)

25, 1–8. Available online at: https://media.neliti.com/media/publications/

86100-ID-pengaruh-gaya-kepemimpinan-situasional-t.pdf

Francisco, C. D., and Nuqui, A. V. (2020). Emergence of a situational leadership

during COVID-19 pandemic called new normal leadership. Int. J. Acad.

Multidiscip. Res. 4, 15–19. Available online at: http://ijeais.org/wp-content/

uploads/2020/10/IJAMR201005.pdf

Gouldner, A. W. (1960). The norm of reciprocity: a preliminary statement. Am.

Soc. Rev. 161–178. doi: 10.2307/2092623

Grint, K. (2011). “A history of leadership,” in The SAGE Handbook of Leadership,

eds A. Bryman, D. Collinson, K. Grint, B. Jackson, andM. Uhl-Bien (Thousand

Oaks, CA: Sage), 3–14.

Haq, S., Asbari, M., Novitasari, D., and Abadiyah, S. (2022). The homeschooling

head performance: how the role of transformational leadership,

motivation, and self-efficacy? Int. J. Soc. Manag. Stud. 3, 167–179.

doi: 10.5555/ijosmas.v3i1.96

Hinojosa, A. S., Shaine, M. J. D., and McCauley, K. D. (2020). A strange

situation indeed: Fostering leader–follower attachment security during

unprecedented crisis. Manag. Dec. 58, 2099–2115. doi: 10.1108/MD-08-2020-

1142

Honore, R. L., and Robinson, J. (2012). Leadership in the New Normal: A Short

Course. Louisiana: Acadian House Pub.

Hourston, R. (2013). Spotlight on leadership styles. Leadership Development How

to Develop Leadership Skills The Institute of Leadership & Mgt. Available

online at: https://www.institutelm.com/learning/leadership-framework/

authenticity/self-awareness/spotlight-on-leadership-styles.html

Hutabarat, W. (2015). Investigation of teacher job-performance model:

Organizational culture, work motivation and job-satisfaction. J. Asian

Soc. Sci. 11, 295–304. doi: 10.5539/ass.v11n18p295

Jalagat, R. (2016). Job performance, job satisfaction, and motivation: a critical

review of their relationship. Int. J. Adv. Manag. Econ. 5, 36–42.

Kirby, S. (2020). 5 ways COVID-19 has changed workforce management. World

Economic Forum. Available online at: https://www.weforum.org/agenda/

2020/06/covid-homeworking-symptom-of-changing-face-of-workforce-

management/ (accessed April 29, 2022).

Li, J., and Yuan, B. (2017). Both angel and devil: the suppressing effect of

transformational leadership on proactive employee’s career satisfaction. Int. J.

Hosp. Manag. 65, 59–70. doi: 10.1016/j.ijhm.2017.06.008

Liborius, P. (2014). Who is worthy of being followed? The impact of leaders’

character and the moderating role of followers’ personality. J. Psychol. 148,

347–385. doi: 10.1080/00223980.2013.801335

Meyer, J. P., Becker, T. E., and Vandenberghe, C. (2004). Employee commitment

and motivation: a conceptual analysis and integrative model. J. Appl. Psychol.

89, 991. doi: 10.1037/0021-9010.89.6.991

Mollenkopf, D., Gaskill, M., Nelson, R., and Diaz, C. (2020). Navigating

a “new normal” during the COVID-19 pandemic: college student

perspectives of the shift to remote learning. Revue internationale des

technologies en pédagogie universitaire/Int. J. Technol. High. Educ. 17, 67–79.

doi: 10.18162/ritpu-2020-v17n2-08

Mustofa, A., and Muafi, M. (2021). The influence of situational leadership

on employee performance mediated by job satisfaction and Islamic

organizational citizenship behavior. Int. J. Res. Bus. Soc. Sci. 10, 95–106.

doi: 10.20525/ijrbs.v10i1.1019

Ngoma, M., Namono, R., Nangoli, S., Bashir, H., and Nakyeyune, S. (2021).

Towards fighting COVID-19: Can servant leadership behaviour enhance

commitment of medical knowledge-workers. Contin. Resil. Rev. 3, 49–63.

doi: 10.1108/CRR-05-2020-0018

Northouse, P. G. (2021). Leadership: Theory and Practice. California:

Sage Publications.

Pancasila, I., Haryono, S., and Sulistyo, B. A. (2020). Effects of work motivation

and leadership toward work satisfaction and employee performance:

evidence from Indonesia. J. Asian Finance Econ. Bus. 7, 387–397.

doi: 10.13106/jafeb.2020.vol7.no6.387

Parveen, K., Tran, P. Q. B., Alghamdi, A. A., Namaziandost, E., Aslam, S., and

Xiaowei, T. (2022a). Identifying the Leadership Challenges of K-12 Public

Schools During COVID-19 disruption: a systematic literature review. Front.

Psychol. 13, 875646. doi: 10.3389/fpsyg.2022.875646

Parveen, K., Tran, P. Q. B., Kumar, T., and Shah, A. H. (2022b). Impact of principal

leadership styles on teacher job performance: An empirical investigation. Front.

Educ. 7, 814159. doi: 10.3389/feduc.2022.814159

Phuc, T. Q. B., Parveen, K., Tran, D. T. T., and Nguyen, D. T. A. (2021).

The linkage between ethical leadership and lecturer job satisfaction at a

private higher education institution in Vietnam. J. Soc. Sci. Adv. 2, 39–50.

doi: 10.52223/JSSA21-020202-12

Ridlwan, M., Purwandari, D. A., and Syah, T. Y. R. (2021). The effect of

situational leadership and organizational culture on employee performance

through job satisfaction. Int. J. Multic. Multirelig. Underst. 8, 73–87.

doi: 10.18415/ijmmu.v8i3.2378

Saleem, A., Aslam, S., Yin, H., and Rao, C. (2020). Principal leadership styles and

teacher job performance: viewpoint of middle management. Sustainability 12,

3390. doi: 10.3390/su12083390

Saleem, A., Wu, L., Aslam, S., and Zhang, T. (2021). Spotlight on leadership

path-goal theory silos in practice to improve and sustain job-oriented

development: evidence from education sector. Sustainability 13, 12324.

doi: 10.3390/su132112324

Saleem, H. (2015). The impact of leadership styles on job satisfaction and

mediating role of perceived organizational politics. Procedia-Soc. Behav. Sci.

172, 563–569. doi: 10.1016/j.sbspro.2015.01.403

Frontiers in Psychology | www.frontiersin.org 4 June 2022 | Volume 13 | Article 919941

https://doi.org/10.1016/j.iedeen.2020.04.002
https://doi.org/10.1108/JOCM-05-2017-0181
https://doi.org/10.1016/j.sbspro.2012.09.1011
http://www.kemalapublisher.com/index.php/JoMA/article/view/388/386
http://www.kemalapublisher.com/index.php/JoMA/article/view/388/386
https://doi.org/10.1016/j.sbspro.2013.12.643
https://doi.org/10.7717/peerj.12061
https://doi.org/10.1016/j.matpr.2020.04.783
https://doi.org/10.1111/j.1475-682X.1964.tb00583.x
https://doi.org/10.1111/j.1365-2834.2011.01281.x
https://doi.org/10.1177/1077558706298291
https://doi.org/10.1177/0149206305279602
https://doi.org/10.1108/AJEMS-04-2014-0029
https://doi.org/10.31004/edukatif.v3i6.1421
https://media.neliti.com/media/publications/86100-ID-pengaruh-gaya-kepemimpinan-situasional-t.pdf
https://media.neliti.com/media/publications/86100-ID-pengaruh-gaya-kepemimpinan-situasional-t.pdf
http://ijeais.org/wp-content/uploads/2020/10/IJAMR201005.pdf
http://ijeais.org/wp-content/uploads/2020/10/IJAMR201005.pdf
https://doi.org/10.2307/2092623
https://doi.org/10.5555/ijosmas.v3i1.96
https://doi.org/10.1108/MD-08-2020-1142
https://www.institutelm.com/learning/leadership-framework/authenticity/self-awareness/spotlight-on-leadership-styles.html
https://www.institutelm.com/learning/leadership-framework/authenticity/self-awareness/spotlight-on-leadership-styles.html
https://doi.org/10.5539/ass.v11n18p295
https://www.weforum.org/agenda/2020/06/covid-homeworking-symptom-of-changing-face-of-workforce-management/
https://www.weforum.org/agenda/2020/06/covid-homeworking-symptom-of-changing-face-of-workforce-management/
https://www.weforum.org/agenda/2020/06/covid-homeworking-symptom-of-changing-face-of-workforce-management/
https://doi.org/10.1016/j.ijhm.2017.06.008
https://doi.org/10.1080/00223980.2013.801335
https://doi.org/10.1037/0021-9010.89.6.991
https://doi.org/10.18162/ritpu-2020-v17n2-08
https://doi.org/10.20525/ijrbs.v10i1.1019
https://doi.org/10.1108/CRR-05-2020-0018
https://doi.org/10.13106/jafeb.2020.vol7.no6.387
https://doi.org/10.3389/fpsyg.2022.875646
https://doi.org/10.3389/feduc.2022.814159
https://doi.org/10.52223/JSSA21-020202-12
https://doi.org/10.18415/ijmmu.v8i3.2378
https://doi.org/10.3390/su12083390
https://doi.org/10.3390/su132112324
https://doi.org/10.1016/j.sbspro.2015.01.403
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://www.frontiersin.org/journals/psychology#articles


Aslam et al. Emergence of Situational Leadership During COVID-19

Schweikle, N. (2014). Situational leadership: How to effectively lead and motivate

employees through each development stage (Master’s thesis). Degree Program

in Business Management, Centria University of Applied Sciences, Kokkola,

Finland. Available online at: https://www.theseus.fi/bitstream/handle/10024/

82414/schweikle_nataly.pdf?%20sequence=1%3E

Setyorini, R. W., Yuesti, A., and Landra, N. (2018). The effect of situational

leadership style and compensation to employee performance with

job satisfaction as intervening variable at PT Bank Rakyat Indonesia

(Persero), Tbk Denpasar Branch. Int. J. Contemp. Res. Rev. 9, 20974–20985.

doi: 10.15520/ijcrr/2018/9/08/570

Shyji, P. D., and Santhiyavalli, G. (2014). Impact of leadership styles on job

satisfaction in higher education institutions. Int. J. Leadersh. 2, 29. Available

online at: http://ijeais.org/wp-content/uploads/2020/10/IJAMR201005.pdf

Sidabutar, E., Syah, T. Y. R., and Anindita, R. (2020). The impact of compensation,

motivation, and job satisfaction on employee performance. J. Multidiscip. Acad.

4, 1–5.

Singh, P., and Mishra, S. (2020). Ensuring employee safety and happiness in times

of COVID-19 crisis. SGVU Int. J. Econ. Manag. 8.

Spada, A. F., Modding, H. B., Gani, A., and Nujum, S. (2017). The effect of

organizational culture and work ethics on job satisfaction and employees

performance. Int. J. Engg. Sci. 6, 28–36. doi: 10.31227/osf.io/gcep4

Syaifuddin, D. T., and Sidu, D. (2019). Effects of situational leadership,

work motivation and cohesiveness on work satisfaction and employment

performance. Int. J. Sci. Eng. Res. 10, 7.

Takdir, S., Syah, T. Y. R., and Anindita, R. (2020). Cultural intelligence effect on job

satisfaction over employee performance. J. Multidiscip. Acad. 4, 28–33.

Usman, M., Ghani, U., Cheng, J., Farid, T., and Iqbal, S. (2021). Does participative

leadership matters in employees’ outcomes during COVID-19? Role of leader

behavioral integrity. Front. Psychol. 12, 1585. doi: 10.3389/fpsyg.2021.646442

Walls, E. (2019). The value of situational leadership. Community Pract. 92, 31–33.

Available online at: https://www.communitypractitioner.co.uk/features/2019/

03/value-situational-leadership

Wang, B., Liu, Y., Qian, J., and Parker, S. K. (2021). Achieving

effective remote working during the COVID-19 pandemic: a work

design perspective. Appl. Psychol. 70, 16–59. doi: 10.1111/apps.

12290

Wu, C. H., and Parker, S. K. (2017). The role of leader support in

facilitating proactive work behavior: a perspective from attachment

theory. J. Manag. 43, 1025–1049. doi: 10.1177/01492063145

44745

Conflict of Interest: The authors declare that the research was conducted in the

absence of any commercial or financial relationships that could be construed as a

potential conflict of interest.

Publisher’s Note: All claims expressed in this article are solely those of the authors

and do not necessarily represent those of their affiliated organizations, or those of

the publisher, the editors and the reviewers. Any product that may be evaluated in

this article, or claim that may be made by its manufacturer, is not guaranteed or

endorsed by the publisher.

Copyright © 2022 Aslam, Saleem, Kumar and Parveen. This is an open-access article

distributed under the terms of the Creative Commons Attribution License (CC BY).

The use, distribution or reproduction in other forums is permitted, provided the

original author(s) and the copyright owner(s) are credited and that the original

publication in this journal is cited, in accordance with accepted academic practice.

No use, distribution or reproduction is permitted which does not comply with these

terms.

Frontiers in Psychology | www.frontiersin.org 5 June 2022 | Volume 13 | Article 919941

https://www.theseus.fi/bitstream/handle/10024/82414/schweikle_nataly.pdf?%20sequence=1%3E
https://www.theseus.fi/bitstream/handle/10024/82414/schweikle_nataly.pdf?%20sequence=1%3E
https://doi.org/10.15520/ijcrr/2018/9/08/570
http://ijeais.org/wp-content/uploads/2020/10/IJAMR201005.pdf
https://doi.org/10.31227/osf.io/gcep4
https://doi.org/10.3389/fpsyg.2021.646442
https://www.communitypractitioner.co.uk/features/2019/03/value-situational-leadership
https://www.communitypractitioner.co.uk/features/2019/03/value-situational-leadership
https://doi.org/10.1111/apps.12290
https://doi.org/10.1177/0149206314544745
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://www.frontiersin.org/journals/psychology#articles

	New Normal: Emergence of Situational Leadership During COVID-19 and Its Impact on Work Motivation and Job Satisfaction
	Introduction
	COVID-19 and Leadership
	New Normal
	Social Exchange Theory (SET)
	Nature of Situational Leadership
	Work Motivation
	Job Satisfaction
	Relationship of Situational Leadership With Work Motivation and Job Satisfaction
	Summary and Conclusions
	Author Contributions
	References


