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Abstract 

Purpose – The paper aims to examine the relationship of leadership styles and employees job 

performance in public sectors and to identify study gaps in the area 

Design/methodology/approach – The paper used exploratory study approach and reviewed 

literatures related to this study. The data used for study was generated from secondary sources 

of articles, books and review papers. 

Findings – The paper provides empirical insights about how leadership styles have relations 

and impacts on employees’ performance and the practice of public service leadership in 

different contexts and nations. 

Research limitations/implications – This study used only qualitative method and data were 

gained from only secondary sources. This may cause generalizability limitations.  

Practical implications – The paper has significant implication for researchers, role players of 

public sectors leaders and experts working under the supervision of leaders or managers.  

Originality/value – This paper is original and own effort of the researcher. 

Keywords: leadership, leadership styles, employees, employees job performance 
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1. Background of the Study 

Currently, the world is highly in need of valuable leadership styles and the success of human 

resources. An effective leadership style can make the organization successful and bring 

change for the achievement of organizational objectives. Leadership becomes known as the 

latest and moderate approach for administering staff and the organization as well. The 

traditional concept of personnel management has step by step been replaced with human 

useful resource management. This helps leaders to integrate new leadership styles with 

effective management of employees that can increase employees and organizational 

performance (Ken and Heresy, 2015). A study by Shafie et al. (2013) explains that leadership 

in an organization is vital to the employees who are the main drivers of the organization. It is 

therefore important that employees are provided with the right direction and psychological 

satisfaction to deliver results based on the assigned duties and responsibilities. For instance, 

employees in public institutions of Malaysia are regarded by terrible overall performance, 

lack of flexibility, inefficiency, terrible obligation, and red tape (Said, et al., 2015:15-37). 

Leadership in Malaysia is linked with a preference for the chain of command and 

acquaintance for a vast period (Ansari, et al., 2004:109-138). Leaders in Malaysia are well 

identified with unlimited power and influence as well as regulation of law and order Hofstede 

(2001). They are also considered as decision-makers (Jayasingam and Cheng, 2009:54-65). 

Ansari, et al. (2004) explored that Malaysian staff have no freedom to implement and decide 

their activities following rules and regulations without the consent of subordinates.  

The bridge between people and government is explained by the service that the government 

gives to people through its public sector leadership. Thus, investigating public sector 

leadership is a crucial purpose of this study. There is unhappiness with the quality of service 

delivered in public organizations and public leadership inefficiencies in the world. People 

anywhere criticize the quality of customer service, legislative body, facilities, and rules as 

well as directives including the working atmosphere of public organizations. Due to this, 

there is a lack of good governance and leadership dissatisfaction in Africa. Good governance 

is defined by the absence of participation, abuse of rule of law, lack of transparency; poor 

responsibility, inequity, and inefficiency that expose employees towards misconduct (Alaaraj, 

2014: 171-185). There is a failure and weak policy governance and implementation which are 

demonstrated by inefficient public services delivery of bureaucracy, corruption, selfishness, 

and favoritism as Timothy and Maitreesh (2005) explained. The limitation of the public 

intuitions' system is composed of weak inspiration and poor liability consequently bring 

economic and social burden to the community (Lubuva, 2008). 

As Rob and Richard (2007) studied that sub-Saharan Africa has Civil services oversized, 

insensitive, rule-bound, or with not enough (effective) rules, low incentive, driven by 

corruption. Public service plays a fundamental role in ensuring good governance that is 

highly integrated with the preparation and execution of policies devised for the advancement 

of the public (Lawal and Owolabi, 2012:1-12). For instance, the devised policies and 

strategies are not properly applied as expected in Africa. The practice and subject of public 

management for example, in Nigeria is complete of political interference, bureaucratic values 

of impersonality which conflict with societal values, deficiencies in accounting and budgetary 
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system, over-staffing, and the trouble of simple running centers (Achimugu, Stephen, and 

Aliyu, 2013). These problems negatively impact public institutions and government 

employees' job performance because of which citizens’ service delivery becomes in danger 

(Ibori, 2014; Ozuhu-Suleiman, 2013). For this reason, the government is at an unstopping 

reform of structures with various functional units and departments (Onuoha, 2005). An 

insignificant value is provided to African public service and not organized in its state of 

affairs (Nkomo et al., 2015; Bierschenk and de Sardan, 2014). There is no strong evidence 

that declares how Ethiopian leaders understand public service leadership and its practice. The 

existing studies on the Ethiopian public sector are few and mainly narrate issues related to 

reform. Public sector leadership was determined as an explanatory reason for underestimated 

execution of reforms (Solomon, 2013:235-247 and Apaza, 2014:1-12). 

As researchers exhibited that the basic issue in most public service institutions is to 

distinguish what leadership is and what leaders do to guarantee group and authoritative 

achievement is less surely known (Kouzes and Barry 2002; Niven, 2003; Palestini, 2008 and 

Barbara, 2002). It is likewise contended that the absence of proficient leadership is a typical 

issue in most public service giving organizations (Getachew and Richard 2006). In the 

Ethiopian setting, the legislature has started for the advancement of public service leadership 

exercised by various systems through the civil service reform program. As (Duressa Z., 2014) 

clarified that public service leaders at various levels elevate transformation motivation to 

accomplish development and transformation plan (GTP) objectives. However, the 

performance of public service organizations is not as expected in effectiveness, efficiency, 

and leadership practice. Following this, researchers showed leadership assumes a vital job in 

making an exciting environment and culture in an association (Alghazo and Al-Anazi, 

2016:37-44). Then again, Hurduzue (2015) declared that a suitable leadership style could 

advance greatness in the improvement of the individuals from the organization. Hence, the 

Ethiopian government implemented Business Processing Re-engineering (BPR), Result 

Oriented Performance Management System (RPMS) which is currently exercised as 

Balanced Scorecard reform Programs (BSC). In any case, (Bersisa et al., 2016) expressed that 

there are shortcomings in the execution. There were additional issues of administration 

delivery as incompetent local officials, an absence of responsibility, poor human resource 

performance, deficient acquisition execution, and an absence of initiative (Janse van 

Rensburg, 2014). Consequently, people are suffering from a lack of good governance, a high 

level of dissatisfaction, and corruption effects. To ease these issues, cautious and efficient 

research ought to be considered concerning the effect of leadership styles on employees’ job 

satisfaction and employees’ task, adaptive and contextual performance in Ethiopia, Amhara 

region public sectors. Furthermore, variables have a direct or indirect impact on the 

employees' performance, such as satisfaction, trust, justice, ethics and many more. Hence, the 

satisfaction of employees is a fundamental concept that mediates leadership styles and 

employees' job performance. Enhancing employees’ job satisfaction in such organizations 

appears to be paramount and is often regarded as the fundamental source of improving 

performance levels (Adeyinka et al., 2007). For this reason, job satisfaction is considered to 

be an area that has attracted more research in the literature of organizational behavior and 

organizational psychology over the past three decades (George and Jones, 2008). In this study, 
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the researcher aimed to investigate the impact of leadership styles on employees’ job 

performance with respect to the mediating role of job satisfaction. To this end, the researcher 

is able to have encountered many problems while living with the community and observed 

public service practices around the study area. This additionally empowered the researcher to 

see the issues that happened on leadership and workers' activity execution out in the public 

service institutions. In addition to this, Amhara National Regional State (ANRS) public sector 

bureaus annual achievement report (2018) demonstrated that there was less achievement of 

the plan in all sectors since there was a gap to mobilize and integrate people, employees, and 

leaders. These were the ground facts that initiated the researcher to conduct this study and to 

suggest possible solutions in the area of leadership as well as employees. 

2. Theoretical Literature Review on Leadership Styles 

2.1 Introduction 

This part outlines the theoretical literature review on leadership styles organized with the 

supply of books, magazine articles, and associated studies so that it offers an overview of key 

findings, principles, comparisons, and tendencies about Leadership patterns and employees' 

performance and the function of public sectors with world context presented by the 

researchers and authors as well for additional understanding. In addition to this, the clear 

elaboration of variables and concepts significantly contributes to the development of the 

research described in this review of related literature. The literature review in this study forms 

the nucleus of the content. As a scientific investigation to succeed in new conclusions and 

establish facts, each research builds on existing data.  

Significantly, the theoretical literature review in this study consists of the previous studies 

within the field, established thought, articles, and scientific journals among different things. 

The theoretical literature review compositions vary from field to field. In exhausting sciences, 

the literature is usually facts and also the review could also be merely an outline of the 

important. Review literature in this study has the following aim and importance. 

This literature review conjointly validates the study by providing data on its relevance and 

coherency to the prevailing data and ways in the analysis. In turn, it establishes the author’s 

experience within the field and provides legitimacy to hold forward the knowledge of the 

world in systematic ways. The literature reviews service whereas revealing the continuance of 

data conjointly entails areas that need more investigation and hence, aid as a start line for the 

study. Thus, the review literature in this study consists of the following major components. 
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Figure 3.1 Elements of Review Literature 

2.2 Concepts of Leadership 

Leadership is a complete and extensive field of study that does not have an unattached and 

clear-cut definition. Scholars and authors throughout the sector argued that the study of 

leadership is going back to the ancient philosophers like Pluto, Socrates, and Aristotle as 

described through Sunil Kumar. R (2018). Even though the awareness and relevance of 

engaging in leadership research changed in the 20th century, the socio-clinical approach 

became not regarded until the 30s as defined by (House and Aditya, 1997; Ozera et. Al, 2014). 

May leadership be a well-written social phenomenon of all time but not well understood until 

because of its complexity that is related to the number of variables and ideas (Almohaimeed, 

Saleh, 2014). 

Almost all definitions described leadership as the guiding or persuasion of individuals or 

agencies closer to not unusual goals (Shastri and et al., 2010; Keskes, 2014). On the other 

hand, leadership is defined through the leaders' influence towards their followers Yukl (1994). 

Leaders make a contribution of large value in shaping employees' attitudes, motivation, and 

performance. As (Cole, 2005; Chowdhury, 2014) verified leadership is that it’s a process and 

full-of-life system people persuade each other for you to attain organizational goals. 

Leadership is all approximately having the functionality of leading, integrating, and utilizing 

deployed sources to perform deliberate dreams and targets (Amanchukwu, R. N., Stanley, J. 
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G., and Ololube, N. P., 2015). Leadership practices have diverse consequences following the 

way leaders behave towards followers and organizational desires. 

In addition to this, leadership is a theme that has long excited interest among people. The 

term signifies images of powerful, dynamic individuals who command victorious armies, 

direct corporate empires from atop a gleaming skyscraper or share the course of nations (Yukl, 

2002:1). Leadership is one of the most observed and least understood phenomena on earth 

(Burns, 1978:2). From the beginning of civilization, history has been concerned with the 

study of its leaders, and leadership is still an area of active inquiry. Indeed, leadership is often 

regarded as the single most critical factor in the success or failure of institutions (Bass, 1990). 

The discussion of leadership as a process may have been originated by Machiavelli in the 

sixteenth century (Smith, et al, 1989). However, a more systematic analysis of leadership may 

have only been advanced by different scholars. Research on leadership has developed more 

systematically giving way to an array of theoretical perspectives and conceptual definitions 

(Bass, 1990; Yukl, 2002).  

The study of leadership that began in the twentieth century was initially concerned with 

leader effectiveness (Yukl, 2002). Leadership has been defined in terms of traits, behavior, 

influence, interaction patterns, role relationships, and occupation of an administrative 

position (Yukl, 2002:2). Consequently, the definitions of leadership were forwarded by 

different scholars could be summarized as follows: 

● Leadership is a dynamic process, where leaders mobilize others to get extraordinary 

things done. To do so, leaders engage in five practices: model the way, inspire a 

shared vision, challenge the process, enable others to act, and encourage the heart. 

(Kouzes and Posner, 2007:14) 

● Leadership can be defined as the nature of the influencing process – and its resultant 

outcomes – that occurs between a leader and followers and how this influencing 

process is explained by the leaders’ dispositional characteristics, and behaviors, 

follower perceptions and attributions of the leader, and the context in which the 

influencing process occurs. (Antonakis et al., 2004:5) 

● leadership is directing a group of people to accomplish the designated goal  

● (Northouse, 2004),  

● Leadership is a special case of interpersonal influence that gets an individual or group 

to do what the leader or manager wants to be done (Schermerhorn, 2000: 287) 

● Leadership is the ability of an individual to influence, motivate, and enable others to 

contribute toward the effectiveness and success of the organization (House et al, 1999: 

184). 

● Leadership is the process of influencing others to achieve organizational goals (Bartol 

and Martin, 1998: 415). 
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●  Leadership is the process of giving purpose to the collective effort and causing 

willing effort to be expended to achieve the purpose (Jacobs and Jaques, 1990: 281). 

●  Leadership is the influence increment over and above mechanical compliance with 

the routine directives of the organization (Katz and Kahn, 1978: 528) 

●  Leadership is exercised when persons mobilize institutional, political, psychological, 

and other resources to arouse, engage, and satisfy the motives of followers (Burns, 

1978: 18). 

●  Leadership is an interpersonal influence exercised in a situation and directed, 

through the communication process, toward the attainment of the specialized goals 

(Mussarik, 1961).  

Besides, leadership is different from management. Many just know it intuitively but have not 

been able to understand this difference clearly. These concepts are completely different and 

have their underlying philosophies, functions, and outcomes. Similarly, leaders and managers 

are not similar and have dissimilar characteristics. Subsequently, the distinction between 

leadership and management is explained below.   

2.3 Leadership Versus Management 

As (Jarad, 2012:479) viewed leadership as a subset of management and that both are 

important to facilitate organizational performance. However, management deals with 

planning, budgeting, controlling, and structuring (Price, 2009:26). On the other hand, 

leadership refers to a process of directing, visioning, and motivating including coordinating 

and the development of individuals and influencing others to achieve the long-term goals of 

the organization (Bartol et al., 2003:33). Leadership and management are different in their 

internal and external role (Price, 2009:27). The goals of managers come from necessities but 

the goals of leaders come from a place of active attitudes (Zaleznik, 2004:76). The leaders 

use their effort to inspire people to become creative in problem-solving while managers focus 

on the organization's day-to-day activities. 

In this context, scholars argue that the creativity of leaders can sometimes be affected by 

managers as managers avoid risks while leaders actively seek and take them (Zaleznik 

2004:80). In addition, a leader has soul, passion, and creativity while a manager has the mind, 

rationality, and persistence (Kotter, 2001). On the other hand, a leader is flexible, innovative, 

inspiring, courageous, and independent, and differently, a manager is consulting, analytical, 

deliberate, authoritative, and stabilizing. An individual can be a leader, a manager, and both a 

great leader and a great manager. The difference comes from the way they act, the principle 

they follow to achieve goals and objectives. The difference between leader and manager is 

explained below by specific activities accomplished by leadership and management actors. 
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Table 2.1. Comparison of leadership and Management 

Management Produces   

(Order & Consistency) 

Leadership Produces 

(Change & Movement) 

● Planning and Budgeting 

● Establishing agendas  

●  Setting timetables 

● Allocating resources 

● Organizing and Staffing  

● Provide structure  

● Making job placements  

●  Establishing rules and procedures 

● Controlling and Problem Solving 

● Developing incentives 

● Generating creative solutions  

● Taking corrective action  

● Establishing Direction  

●  Creating a vision  

● Clarifying the big picture  

● Setting strategies  

● Communicating goals  

● Seeking commitment  

● Building teams and coalitions 

● Inspiring and energize  

● Empowering subordinates 

● Satisfying unmet needs 

 

 

Source: Adapted from (Jarad, 2012) 

The general content of review literature in this study is mainly focused on leadership theories 

like Great Man & trait theory, behavioral theory, situational theory, transformational theory, 

transactional theory, and five impartial variables likely democratic leadership style, 

transformational leadership style, transactional leadership style, laissez-faire leadership style 

and autocratic leadership style as described below for further investigation.  

2.4 Leadership Theories 

Leadership theories that are most recognized and respected come from years of study and 

research. Leadership theories currently are social phenomena and must be open to discussion, 

analysis, and testing. Ancient theories, like the Great Man Theory and Trait Theory, are no 

longer relied upon as being scientific. They are only vital and examined currently as they are 

the foundation for contemporary research. Fortunately, for aspiring leaders, including 

managers and business owners, modern theories like the Contingency Theory, Situational 

Theory, and Behavioral Theory give insight into when different types of leadership are 

appropriate or inappropriate and discuss the behavior of leaders that can be learned and 

adopted. Based on this, there are various types of leadership theories such as the great man 
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and trait theory, behavioral theory, situational theory, path-goal leadership theory, 

transactional theory, and transformational theory will be discussed briefly to provide the 

theoretical background and context for the understanding of the leadership theory to 

appreciate the differences and similarities among the theories and to realize the evolution or 

development of leadership theories as well. 

2.5 Great Man and Trait Theory 

The pioneer of great man leadership theory believes that leaders are born with qualities that 

inspire people to follow them. The great man leadership theory also suggests that great 

leaders are born to lead people (Swanepoel, Erasmus, Van Wyk and Schenk, 2000:23). 

According to the great man theory, it is assumed that such leaders come up when the need 

presents itself. On the other hand, the trait theory is based on the great man theory. The trait 

leadership approach recognizes leadership as indispensable for organizational success and 

performance. Zaccaro (2007:10-16) states that both the great man theory and trait view 

presupposes that great leaders in nature have qualities that distinguish them from other people. 

Sashkin (2003) implies the work of researchers like Stogdill (1974) in their attempt to 

determine the specific personality of great leaders and find that leaders are a bit cleverer, 

more sociable, innovative, accountable, taller, and heavier than average people. However, 

Ricketts (2009) has discovered that even if some traits are familiar to numerous leaders, the 

general verification suggests that a leader may not be a leader in all types of situations 

because one who is a successful leader in one circumstance may not be a successful leader in 

another condition. Thus, situations influence the success of leaders because of trait leadership 

theory. Hayward (2005) demonstrates that the leadership trait theory emphasizes a leader's 

behavior, physical form, social background, intelligence, and ability, and this theory proposes 

that leaders are in nature effective since the traits or qualities with which they are gifted by 

nature. However, (Hackman and Johnson 2000, cited in Anteneh 2016), explains that 

debatable findings were reported by researchers following previous studies that had been 

carried out to estimate the specific traits or qualities that make the leader highly successful.  

As (Hackman and Johnson, 2000; cited in Anteneh, 2016) stated three traits that are the most 

important in effective leaders such as interpersonal factors, conscious mental process factors, 

and managerial factors. These researchers added that terms like integrity, sensitivity, 

consistency, emotional stability, self-confidence, communication skills, and conflict 

management skills are part and parcel of interpersonal factors, while cognitive factors deal 

with leadership in which more competent leaders become better at problem-solving, 

decision-making, critical thinking, and creativity. The managerial factors show the capacity to 

plan and organize as well as to execute most of the activities regularly required of the 

workers.  

The leadership trait theory shows that people are born with a unique quality that makes them 

better suitable to leadership (Cherry, 2010) and supposes that it is likely for a being to 

recognize a leader if he/she can see people with the correct trait. Nevertheless, the trait 

studies find it difficult to differentiate between the traits that are needed for acquiring 

leadership and those that are essential for maintaining it (Cherry, 2010). As a result, it can be 
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believed that this theory is based on a questionable assumption concerning personality (Derue, 

Nahrgang, Wellman, and Humphrey, 2011:11-12). As mentioned above, the trait theory of 

leadership typically focuses on the personality, physical appearance, and competence of the 

leader; while autocratic, democratic and laissez-faire styles can be identified based on the 

behavior of leaders (Cherry, 2010). Therefore, the next section tries to explain how the trait 

theory of leadership differs from behavioral theories. Consequently, it is possible to derive a 

conclusion that leaders under trait leadership theory are successful with concerning solving 

the troubles of their supporters even if the path-goal theory differently defines that a leader 

may not be successful in any type of situation (House, 1996:26). 

2.5.1 Behavioral Theory 

As Derue, Nahrgang, Wellman, and Humphrey (2011:11-12) states that behavioral theories 

believe that great leaders are made and by inference, are not born that way which means that 

leadership capability, similar to behavioral theories, can be learned and are not inherent. 

Besides, Derue et al. (2011) consider that behavioral theories focus on what the leaders do 

and not on the quality of their philosophy. Therefore, this theory explains that people can 

learn to become leaders through teaching and observation. Hayward (2005) defines that the 

behavioral leadership theory started to develop when the trait theory began to lose support. 

This means that researchers launched to determine the effectiveness or failure of leadership 

contributed by leadership styles rather than evaluating leaders in terms of their attributes. The 

behavior of a leader is explained when he/she is performing tasks and the leadership styles 

employed by a leader are some of the ways by which a leader can be studied in positions of 

authority (Chiok, 2001:191-204). The behavioral approach advocates that employees are 

more influenced by leaders' behavior than leaders' characteristics (Williams, 2004).  

Furthermore, Bolden, Gosling, Marturano, and Dennison (2003) describe behavioral 

leadership in such a way that the study of behavior makes up a leadership style. This area of 

study focuses on how followers can be engaged effectively by their leader (Bolden et al., 

2003:7-8). Adeyemi (2010:83-91) discloses that the behavioral leadership theory is different 

from the situational leadership theory as it can either be job-centered or employee-centered. 

The job-centered behavioral theory becomes functional when there is close control of 

employees in an organization while the employee-centered behavioral theory becomes 

functional when leaders exercise general supervision. 

A behavioral study is a social science study since it can employ case studies and quantitative 

approaches to study the types of behavior shown by leaders at a variety of times and in 

various conditions (Derue et al., 2011). These types of leadership can be executed in various 

situations in the organization. For that reason, a leader has to be sensitive to the situation as 

well as to the needs of the organization. If a leader applies one rather than another because it 

is his/her preference a leader becomes inflexible (Hayward, 2005). Moreover, a leader also 

lacks focus resulting in weakness in terms of both leadership and of the organization 

(Hayward, 2005). Hence, one should choose one’s style of leadership carefully. Significantly, 

the style of leadership is secondary to achieve the vision and the goals of the organization. 

The behavioral leadership theory asserts that leadership capabilities are learned and not 
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inherent as explained by the trait leadership theory which means that the behavioral 

leadership theory dictates that people can become effective leaders as they are 

people-centered or employer-centered.  

2.5.2 Situational Leadership Theory 

The situational features of a discipline influence leadership effectiveness more than the 

behavior of leaders Miskel (2001). A situational leader is supposed to act per specific 

conditions (Rowland, 2008). Hence, the approaches and leadership practices that are 

exercised by a situational leader to lead an organization should depend on the situation or the 

organization. Consequently, the preference of any leadership style depends upon situational 

variables such as leadership styles and expectations, followers' styles and expectations, 

superior styles and expectations, the organizational culture, and job demands (tasks). As (Hoy 

and Miskel, 2001) explains that there are also variables like the external environment, the 

history of the organization and the size of the group to be led, the degree to which the group 

member is required to participate, the cultural expectations of subordinates and the time 

needed and permitted for decision-making.  

There are four situational approaches which are the path-goal theory, Fiedler's contingency 

theory, Hersey and Blanchard's situational leadership theory, and the leader-member 

exchange theory Rowland (2008). The path-goal theory is a leadership theory in the field of 

organizational studies developed in 1971 and revised in 1996 by Robert House. The 

fundamental motive why this leadership theory has been favored is that it offers the needed 

information, support, and resources to ensure the satisfactory and effective performance of 

subordinates (House, 1996; House and Michell, 1974), indicate that the path-goal leadership 

theory can indicate the leadership style that matches the relevant situational factors. Thus, 

examining this theory contributes significant value for the researcher to recognize the impact 

of leadership styles on employees' job performance following related conditions. 

During the early stages of management studies (the period before the development of the 

situational leadership theory), the saying that there is always one best way of doing things 

was adhered to by management writers and practitioners. However, as science and 

technology have developed, the environment has become more dynamic. This has forced 

leaders to question their assumptions regarding leadership. As a result, the challenge to the 

concept of one best way has led writers to develop a typical adaptable model which is called 

situational leadership (Robbins, 2001). 

The situational leadership theory states that there is no best style of leadership suitable for all 

situations, or a single leadership style that is always the best. Successful and effective leaders 

adapt their leadership style to fit the requirements of the situation (Robbins, 2001), as is also 

reflected in the path-goal theory. In addition, leaders should make choices appropriate to the 

kind of leadership style and behavior they will exhibit in a specific situation. If a leader wants 

to be effective, the most important element he/she should keep in mind is the leadership style 

or behavior appropriate for the situation and to understand the effect of his/her acts 

(Nahavandi, 2006, in Ricketts, 2009). This applies to the path-goal theory as well. The 

path-goal leadership theory is regarded as one of the most respected approaches to leadership 
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(Robbins, 2001). The path-goal leadership theory assumes that the most important part of the 

leader's job is to assist followers in attaining their goals and to provide the necessary direction 

and support to ensure that their goals are compatible with the overall objectives of the group 

or organization (House, 1996). The term path-goal draws from the principle that successful 

leaders clarify the path that should be followed by their subordinates to achieve their work 

goals and to make the journey along the path easier by avoiding difficulties that stand in the 

way of achieving the goal. In other words, the path-goal leadership theory is based on the 

principle that employees` expectations of the amount of effort and performance expected 

from him/her are affected greatly by the leader's style. Leaders meet these expectations by 

giving the needed information, assistance, and other resources required by workers (Robbins, 

2001).  

There are different types of leadership behavior. The first type pertains to the directive leader 

who lets followers know what is expected of them, schedules work to be done, and gives 

specific guidance about how to complete the tasks (House, 1996). The amount of direction 

that a leader provides or his/her directive behavior is characterized by the extent to which 

he/she employs one-way communication by spelling out the roles of followers by informing 

them what, where and when work should be done, how the task should be completed and by 

supervising the performance closely (House, 1996). Inversely, the supportive leader is 

friendly and shows concern for the needs of followers (House, 1996). The level of support 

and encouragement is associated with supportive behavior, where the leader involves others 

in two-way communication, listens, provides support and encouragement, facilitates 

interaction, and involves followers in decision-making (House, 1996). The participative 

leader is a leader who uses the suggestions of his/her followers who are consulted to make 

decisions (House, 1996).  

2.5.3 Transformational Leadership Theory 

Transformational leadership theory is essential as it is significantly influencing the work 

attitudes and behaviors of followers. It aids in the development of an emotional attachment 

between leaders and their followers which helps in shaping the values, aspirations, and 

priorities of followers (Yukl, 2010). A transformational leader aims to motivate his/her team 

members to make them effective and efficient. This leader is highly visible and uses 

communication to attain his/her goal by focusing on the group. Furthermore, the leader is 

always looking for ideas that motivate the organization to achieve the organization’s vision. 

Research is conducted on transformational leadership theory, which was conceptualized by 

James Mac Gregor Burns (1978) which was extended by (Bass and Riggio, 2006). Burns 

believes that transformational leaders extend their leadership capabilities through stimulating 

and inspiring their followers to achieve outcomes (Bass & Riggio, 2006). Avolio and 

Yammarino (2002) underscored that this type of leadership is vital regardless of the sector 

and setting it is practiced in. (Bass,1999) extended the transformational leadership theory and 

identified four dimensions, which include idealized influence, inspirational motivation, 

intellectual stimulation, and individualized consideration. These dimensions were defined by 

scholars as: 
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● Idealized Influence: Transformational leaders act as role models and display a 

charismatic personality that influences others to want to become more like the leader. 

Idealized influence can be most expressed through a transformational leader's 

willingness to take risks and follow a core set of values, convictions, and ethical 

principles in the actions he takes. It is through this concept of idealized influence that 

the leader builds trust with his followers and the followers, in turn, develop 

confidence in their leader. 

● Inspirational Motivation: The leader can inspire confidence, motivation, and a sense 

of purpose in his followers. The transformational leader must articulate a clear vision 

for the future, communicate expectations of the group, and demonstrate a 

commitment to the goals that have been laid out. This aspect of transformational 

leadership requires super communication skills as the leader must convey his 

messages with precision, power, and a sense of authority. Other important behaviors 

of the leader include his continued optimism, enthusiasm, and ability to point out the 

positive. 

● Intellectual Stimulation: Transformational leadership values creativity and 

autonomy among the leader's followers. The leader supports his followers by 

involving them in the decision-making process and stimulating their efforts to be as 

creative and innovative as possible to identify solutions. To this end, the 

transformational leader challenges assumptions and solicits ideas from followers 

without criticizing which helps to change the way followers think about and frame 

problems and obstacles. The vision the leader conveys helps followers see the big 

picture and succeed in their efforts. 

● Individualized Consideration: Each follower or group member has specific needs 

and desires. For example, some are motivated by money while others by change and 

excitement. The individualized consideration element of transformational leadership 

recognizes these needs. The leader must be able to recognize or determine through 

eyes dropping or observing what motivates each individual. Through one-to-one 

coaching and mentoring, the transformational leader provides opportunities for 

customized training sessions for each team member. These activities allow team 

members to grow and become fulfilled in their positions. 

Moreover, transformational leadership theory is new which means that leaders are expected 

to provide the vision and direction to the organization and that they have to strengthen, 

inspire and motivate followers to work towards a common end (AlHosam, 2012). Tsegay and 

Wogari (2006) maintain that transformational leadership can communicate a vision that 

inspires and motivates subordinates to attain something unusual or that can be used as the 

basis for the strategy applied to attain the objectives set. There is a conceptual difference 

between transformational and transactional leadership that transactional leadership theory is 

stated as follows. 

2.5.4 Transactional Leadership Theory 

Transactional leadership is a trade of something between a leader and a follower so the leader 

acquires something from the subordinate in return for something different. This is an attempt 
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to satisfy the needs of followers by focusing on exchanges and conditional reward behavior 

(Sarros and Santora, 2001). The transactional leader develops a reasonable structure and 

offers prizes to acquire the help of subordinates (Sarros and Santora, 2001). Discipline cannot 

be referenced by transactional leaders that employees realize that discipline will follow any 

performance deviation. The beginning periods of transactional leadership involve arranging 

the agreement and paying compensation and giving different advantages to the subordinates 

and in this regard, transactional leaders get power over subordinates. As (Sarros and Santora, 

2001) describes transactional leadership style, subordinates are completely liable for the 

everyday jobs assigned to them, and most definitely, they are penalized for their failure and 

are remunerated for their victories. One of the contrasts between transformational and 

transactional leadership styles is that the transactional leadership style has a role of telling 

style while the transformational initiative has a function of selling style (Bolden, Gosling, 

Marturano, and Dennison, 2003). Researchers proved that there is not the only appropriate 

leadership style exercise and implementation in all situations which vary following the nature 

of the organization and expected outputs. When you take a hard look at successful leaders, 

you'll notice not all have become successful the same way. The truth is there are lots of 

different leadership styles. And no single one of those styles is the correct style. Most of the 

leaders you admire set several styles to lead. Sometimes they are charismatic. Other times 

they are participative, and from time to time circumstances will force them into using a 

situational leadership style. 

3.1 Leadership Styles 

Leadership style is the method and approach of providing direction, implementing plans, and 

motivating people. As seen by the employees, it includes the total pattern of explicit and 

implicit actions performed by their leader (Newstrom, Davis, 1993). Leadership style is 

viewed as the combination of traits, characteristics, skills, and behaviors that leaders use 

when interacting with their subordinates (Marturano and Gosling, 2008, Jeremy et al., 2011). 

The first major study of leadership styles was performed in 1939 by Kurt Lewin who led a 

group of researchers to identify different styles of leadership (Lewin, Lippit, White, 1939). 

This early study has remained quite influential as it established the three major leadership 

styles: (U.S. Army, 1973). These styles include: 

● Authoritarian or Autocratic: The leader tells his or her employees what to do and 

how to do it, without getting their advice. 

● Participative or Democratic: The leader includes one or more employees in the 

decision-making process, but the leader normally maintains the final decision-making 

authority. 

● Delegate or Laissez-faire (free-rein): The leader allows the employees to make the 

decisions; however, the leader is still responsible for the decisions that are made. 

On the other hand, there are also leadership styles that are directly related to the 

contemporary approach and organizational environment. These include transactional and 

transformational leadership styles which are the current leadership styles. According to (Rees 

and French, 2013), the two leadership styles are associated with a society that no longer 

accepts the use of authority as a form of command. 
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The way the leader approaches, motivates, directs, and persuades people to determine to get 

organizational success or failure (R. M. Ojokuku., T, A. Odetayo, and A. S. Sajuyigbe, 2012). 

Following the appearance of behavioral theory, behavioral scholars (Lewin, Lippitt and White, 

1939; Ikram, A. Su. Q. Fiaz, M., and Saqib., A., 2017) recognized democratic, autocratic, and 

laissez-faire leadership styles as an influential preseason to excel or reduce institutional 

growth. Leadership styles have negative or positive impacts in shaping employees' attitudes 

and motivations that consequently affect organizational success or failure. Another most 

important and highly integrated leadership style is included as an independent variable in this 

study that these variables have argumentative character and comparative nature. Thus, 

organizational dedication levels were observed to be higher in groups led by transformational 

leaders in comparison with dedication existing in groups led by transactional leaders (Bass 

and Riggio, 2006). Transactional leadership is frequently positioned as a less efficient one 

than transformational leadership although each one is complementary to the other (Northouse, 

2012). On the other hand, a democratic leadership style is preferable for participatory 

decision making while a laissez-faire leadership style is needed when employees are with 

strong working performance and can perform independently without close supervision. The 

effectiveness of leadership styles varies following the nature of the organization and the 

determined goals. This study demarcated and focused on five independent variables likely 

democratic leadership style, transformational leadership styles, transactional leadership style, 

laissez-faire styles, and autocratic leadership styles for further investigation. 

3.1.1 Types of Leadership Styles 

3.1.1.1 Democratic Leadership Style 

This leadership style runs freedom of alternative decision-making and follows participatory 

techniques to cope with troubles. Democratic leadership style is likewise explained through 

the motivation of employees as they may be given the freedom to participate in involved 

organizational troubles (Malik et, al., 2016፡385-406). As Milgron (1991) and Ittner(2002) 

reveal that this style is the most preferable in many organizations which brings all activities 

that give direction and benefit to its social existence while persevering and enduring the 

duties from individual accomplices. Heneman et.al (1999) reinforces democratic style drives 

the sharing of responsibilities and courses of action regarding daily tasks and meetings. In 

this style, the leader's suggestions and propositions on each basic concern and choice are 

enough to transfer tasks and projects towards subordinates and permit them full authority and 

commitment concerning their obligations. Kirega (2006) evaluated employees` perspectives 

towards their seniors that this style focuses on using the limits, participation, and 

consideration of others. Employees will not settle on the enormous choice without instantly 

getting the dedication, by giving unaffected approval and delegate commitments. This style 

encourages getting the consent of employees while making tasks and leaders prefer to listen 

to workers' ideas. Democratic style leads activities as a collaboration where fundamental 

organizations are decentralized and commonly shared by subordinates (Tannenbanum and 

Schmidt, 1958). The most serious issue with leaders who follow this style is that they believe 

everybody has an equivalent prize, as a result, irrespective of their skills and ability. Although 
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it sounds good at the initial level, it is usually hindered in its particular direct procedure and 

workable outcomes when there is a direct need for enormous measures of action.  

3.1.1.2 Transformational Leadership Style 

The Ethiopian federal government is trying to mobilize people to plan and execute 

developmental agendas through this leadership style. However, due to various reasons, the 

result is not as expected. The transformational leadership style is focused more on awareness, 

perceptions, and core humanistic parameters other than materialistic motives which have 

negative results on organizational performance Yukl (2011). The involvement and consensus 

of employees to organizational success as well as the effects they return lower back to the 

company under commonplace dreams and objectives makes this leadership style different 

from other patterns and theories. Followers of this leadership style are benefited as they can 

realize their willpower and celebrate adjustments (Avolio 2007 and Afshinpour, 

2014፡156-169). The leader tries to provoke, stimulate, encourage, and transform followers to 

accomplish activities for the pleasant interest of organizational achievement (Avolio et al., 

2009; Samad. et.al, 2015). Under this leadership style, leaders motivate and provoke their 

followers to accomplish organizational desires and goals as opposed to private dreams (Burns, 

1978). These pupils moreover identified this leadership style that is dedicated to growing the 

degree of motivation and morale of other employees. They also inspire professional 

manpower, integration, and synergy for organizational achievement and goal fulfillment 

(Aydin, Sarier, Uysal, 2013; Cho & Dansereau, 2010 and Samad. et.al, 2015). In addition to 

this, a transformational leader develops well-organized members of his own family in a few 

of the chief and the employees. Besides, transformation leadership helps employees to exploit 

their superior performance. Hence, it has an impact on employees' and organizations' overall 

performance (Jyoti and Bhau, 2015:1-13). Moreover, different scholars at different times 

found out the impact of transformational leadership on employees' performance. As a result, 

(Sofi and Devanadhen, 2015) demonstrated that transformational leadership has a strong 

effect on organizational performance. 

3.1.1.3 Transactional Leadership Style 

Researchers carried out in the 1970s and early 1980s exhibited numerous ways that were 

modified from the name leaders, leadership strategies, and the followers closer to the 

activities of leaders and the interaction among them (Sunil Kumar R., 2018). The 

transactional leadership style focuses on the change of goals and expectancies. This style is 

explained using the chief supply against what the worker contributed (Avolio et al., 2009). 

Transactional leaders' maximum probable put in force leadership through an exception that 

involves strong tracking and evaluation mechanisms (Avolio, 2007, Afshinpour, 2014 and 

Obiwuru, et al., 2011). This leadership style is described as give and take motion between 

leaders and followers for the cause of achieving organizational goals and objectives (Bass, 

1997 and Samad. et.al, 2015). Transactional leaders plan to praise employees or followers 

based on their expected running working culture and sensible activities exercised. The 

transactional leadership style is taken into consideration as autocratic due to the reason that 
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leaders exercise extra power and influence over their followers at a time of decision making 

(Lyons & Schneider, 2009; Samad. et. al, 2015). Researchers investigated and made an 

argument about the impact of transactional leadership on employees' performance at different 

times. Based on this, the transactional leadership style has an impact on the organizational 

overall performance (Longe, 2014:68-83). To enhance and maximize organizational 

performance, tangible and intangible reward systems should be established and provided to 

employees. This leadership style mainly gives priority to employees' performance that 

increases overall organizational success (Longe, 2014).  

3.1.1.4 Laissez-Faire Leadership Style 

This leadership style is characterized by the way of leaders who delegate followers and 

intensively impart decision-making strength. There is not much more check and stability 

mechanism that leaders do not tightly control units about what goes on and what their 

followers are doing (Bass & Riggio, 2006 and Samad. et.al, 2015). This style is completely 

indifferent from the action, attitude and result or output of employees rather they are 

separated from participation in decision making, monitoring attempt and assessment of 

effects (Chowdhury, 2014) and they do not have strong involvement with the organization 

they are operating on (Malik et, al., 2016). This also has its strengths and weaknesses 

depending on the conditions it is exercised. Accordingly, various writers suggested this 

leadership style following its strengths and weaknesses. Laissez-faire leadership style is 

associated with unproductiveness, ineffectiveness, and dissatisfaction (Deluga 1992; cited in 

Koech and Namusonge, 2012). On the other hand, different researchers also described how 

laissez-faire leaders exercise their power. According to (Bass & Avolio, 1997 and Hartog & 

Van Muijen, 1997), laissez-faire leaders avoid making decisions, the provision of rewards, 

and the provision of positive/negative feedback to subordinates (cited in Mester, et al., 2003). 

As (Jones and Rudd, 2007) described laissez-faire leadership is an inactive form 

characterized by an unwillingness to be actively involved and a view that the best leadership 

comes from disassociation from activities. These leaders avoid active participation in the 

responsibility of goals setting and avoid being involved when leadership direction is needed 

(Cilliers, Van Eeden, and Van Deventer, 2008; cited in Ejimabo, 2015). 

3.1.1.5 Autocratic Leadership Style 

This leadership style is a form of leadership where the single leader takes the capability of 

decision-making on behalf of the whole employer without the participation and involvement 

of other members and groups. Employees or followers of these styles are upset and are not 

influenced by their task that the leaders have unlimited power and decision-making 

functionality over the organization (Kerfoot, 2013 and Afshinpour, 2014). Leaders have their 

own ways of exercising authority and come upon followers or crew members and bear in 

mind themselves as the only important part (Michael, 2010; Ojokuku, R. et.al, 2012). The 

followers apprehend the manner of how failure occurs and what is going to manifest due to 

such motives. Even though there is commonplace know-how, the imaginative and prescient 

leaders are unable to empower, encourage and assist their followers due to the rigid nature of 

their implementation (Malik et. al., 2016). 
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The autocratic leaders pressure their followers to execute the offerings and strategies in 

keeping with the narrow way. Iqbal, Anwar, and Haider (2015:1-6) examined the impact of 

autocratic leadership styles on job performance. This study characterized autocratic 

leadership as an authoritarian leadership style. Autocratic Leaders are poor in creativity and 

promote one side conversation, one side conversation and decision making affect employees' 

happiness and belongingness. But it is considered an effective leadership style in the short 

term. The autocratic leadership style restricts workplace socialization and communication 

which is cordial for powerful organizational overall performance. The autocratic leadership 

additionally leads to organizational conflicts that negatively affect the general overall 

performance (Iqbal, et al., 2015:1-6). On the other hand, Bhargavi and Yaseen(2016) 

suggested that the autocratic leadership style has a positive effect on organizational 

performance. This leadership style is more suitable as the tasks are to be finished within the 

given deadline (Bhargavi & Yaseen, 2016).  

Following the above leadership styles, this approach and philosophy affected the way leaders 

exercise their power. As Khan, et al. (2015) described autocratic leadership is where a leader 

retains unlimited power and decision-making authority. As (Melling and Little, 2004; cited in 

Akor, 2014)) stated that autocratic leaders are high-handed leaders and are the center of every 

activity that goes on in the establishment and all authority emanated from them and ends with 

them. According to Iqbal, et al. (2015) autocratic leaders are characterized by the philosophy 

that they tell other people what to do without any consensus. According to (Nwankwo,2001) 

& (Enoch,1999; cited in Akor, 2014) study, the autocratic style is a leadership style where 

leaders exclusively make decisions on producing goods and services without considering any 

humanitarian elements.  

Therefore, having an understanding of different leadership styles as expressed above, the 

researcher explained studies and experiences of leadership practices in Africa and the world 

in the following section.   

3.2 Context of World and Africa Leadership 

Advocates of African leadership argue that African efforts to bring about real development 

will be frustrated until African indigenous leadership is re-instituted (Ngambi et al., 

2004:107-132). The call for indigenous leadership is embedded in the idea of an African 

renaissance focusing on African aesthetics and identity (Makgoba, 1999). As (Said, 2002) 

asserts that the idea is matching with post-colonial theory calling on the colonized people to 

regain their own culture, history, and aesthetics. Different researchers contributed their best 

concerning African leadership that colonialism has affected the indigenous African cultural 

leadership profoundly and accordingly on which calls are made for the revival and 

institutionalization of African indigenous leadership. Various questions were raised that if 

Africa was better off in the past, what then has gone wrong at present. Regarding this, 

(Jackson, 2004) in his work has accused colonialism to be the primary cause for the life of 

corrupt and useless leadership in Africa at present. The underlying assumption is that if 

traditional African leadership can be revived with African leaders, there will be a high-quality 

attitude that motivates leaders to remedy important issues that exist in the continent at present. 
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African voices on African leadership philosophy are currently blaming the domination of 

Western leadership practices in Africa’s past (Horwitz, 2002). Scholars forward an argument 

that these practices are inadequate for the reason that African leadership challenges are 

implanted in a completely different social, cultural, political, and economic environment 

(Blunt & Jones, 1997:19; Jaeger, 1990: 131-145; Boaduo, 2011). They also criticize the 

pre-supposition that others can learn little from African leadership (Mangaliso, 2001: 23-33). 

Blunt and Jones (1997) have attempted to assert the impracticability of the application of the 

Western leadership style in Africa. They have attempted to present a reason for this pointing 

out that Africa had a very dissimilar cultural and economic development path. They oppose 

the concept that leadership was brought to Africa by colonialism and argue that African 

leadership thought and exercise turned into interrupted or even in conflict with Western 

leadership. Nzelibe (1986: 6-16) argues that Western colonialism strongly affected indigenous 

African leadership. In line with Nzelibe's concept, Kiggundu (1991: 32-47) has attempted to 

blame Western colonialism. He announces that in the colonization length local establishments 

and leadership practices were both destroyed. Next, colonizers replaced them via their 

colonial administrative structures. Indigenous perspectives had been devalued and afterward 

omitted. Africans have been knowledgeable and trained most effectively, a good way to serve 

in administrative centers at a lower level (Afro-Centric Alliance, 2001). Likewise, Rodney 

(1974) remarks that the better-degree leadership abilities of Africans were not allowed to 

expand. The motive given is that Africans have no longer been located in leadership positions. 

Therefore, in instances, while African countries were given their independence, only a few of 

them have been skilled to take higher leadership positions. Furthermore, Dia (1996) in his 

work tries to recommend that many of the problems that Africa is confronting currently are 

due to the disconnection between informal traditional institutions and the formal ones. After 

investigating the records of many African international locations, pupils of African leadership 

philosophy, particularly Iguisi (2007), Edoho (2001: 73-89) and Kiggundu (1991: 32-47) 

have come to consider the existence of effective indigenous leadership in Africa in the course 

of the pre-colonial era. The scarcity or even absence of written documents has made it rarely 

possible to describe what form of African leadership structures existed in Africa earlier than 

the colonization of the continent by alien powers. Although this hassle had existed, it did not 

prevent scholars from producing descriptions of African leadership. Mazrui (1998) observes 

that scholars have now not paid much interest to the studies of African literature as well as 

the writings of African historians. Western leadership concept is believed to stand for 

Euro-centrism and individualism. On the other hand, the African leadership concept is 

assumed to make awareness of traditionalism, collectivism, and mythology. 

On the other hand, (Nzelibe, 1986 and Messay, 2006) revealed the opinion that African 

leadership is typically guided through basic traditional values, assumptions, and concepts. 

These pupils talk over the information of administrative strategies courting again to ancient 

instances that enabled African kingdoms to complete widespread, huge undertakings. Ancient 

African empires in Ethiopia, Ghana, Mali and Songhai, and Oyo provide ancient evidence 

that powerful leadership existed. Examples are given of historic management and leadership, 

standards of delegation and authority, and judiciary structures (Pankhurst, 1990). Kiggundu 
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(1991) attempts to explain that African leadership is exceptionally personalized and 

authoritarian, and adds that such management turned grounded in conquest and special 

relationships with the supernatural electricity. Just to mention one example, human beings in 

addition to all land in Ethiopia have been taken into consideration to be the private property 

of the emperor at some point in the period of imperial rule. Blunt and Jones (1997) describe 

African leadership as authoritarian, paternalistic, conservative, and alternate-resistant. In 

addition, Mutabazi (2002:202-223) tried to reveal that African nations primarily consisted of 

small clans and kingdoms earlier than colonization. The hit leaders (head of their own family, 

clan, or nation) could exercise the capability to listen properly and foreground the 

community's pursuits.  

Moreover, (Ngambi, 2004) mentioned that a lot of heads or chiefs have been educated to 

examine problems of a social nature and their consequences on their groups. He states that 

each clan chief enjoyed a few autonomies and they learned from the studies of their 

predecessors as well as from their reviews about how to preserve and guard their 

neighborhood hobbies without upsetting other leaders. He recognized not unusual social 

standards in African leadership which pertain to appreciating their position in the ongoing 

cycle of lifestyles. In addition, they helped their subjects comprehend that their communal 

existence changed into more than that of individuals and companies. Regarding the human 

relationship, the number one obligations of leaders pertain to setting up the network and 

environment harmony. The universal fellowship is emphasized in their moral order and 

human relationships. It is, therefore, to be anticipated that any such leadership method needs 

to adapt to painting conditions inside the complex technological current order.  

Furthermore, (Ezzamel, 2004: 497-539) discussed the art of employers in historic Egypt 

substantially. Unlike the incidental account in many leadership books, Ezzamel has produced 

an in-depth exposition of the organization of labor, which includes the ideas of labor division, 

administration, and accounting in historic Egypt. In well-known, African leadership includes 

the character's courting with nature, supernatural beings, and ancestors (Mbigi, 2005). 

Nzelibe (1986) argues that African leadership philosophy is grounded in the continuity from 

the material to the non-secular. From the discussion to date on African leadership one may 

also derive that each western and African leadership traditions display strong points and 

demanding situations and that there are opportunities for enrichment from both facets. This 

examination must be visible in this light. There are possibilities for public service leaders to 

get to know more about the background of leadership in Africa. The researcher's stand is for 

this reason that African leaders have to improve their present leadership context taking their 

cultural historical past into consideration in trying to complement and enhance their 

employees' job performance practices. 

Africa's improvement in demanding situations and its marginal role inside the worldwide 

political financial system has generated and persisted debate (JphacePoneian and Edwar 

Simon Mgan, 2015). Research carried out by Patrick Bond (2006) and Samir Amin (2014, 

2011, and 1977) shows that Africa's underdevelopment is particularly integrated with its 

colonial and post-colonial capitalist and imperialist economic exploitation and 

marginalization. On the other hand, Africa's poverty and underdevelopment are related to the 
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global mechanism for the reason that commercial technology (Amin, 2014). The 

collaboration damage between international capitalists and the local elites makes Africa poor 

by exploring its resources at different times. Both public and private institutions come 

together to exploit resources and drain the resources abroad at the expense of the African 

community (Bond, 2006). Hence, the development of leadership and its efficiency are related 

to international political economy trends.  

3.3 The Role of Public Sectors for the Nations Development 

Delivering goods and services through public establishments can safeguard and make sure the 

wellness of the society for governmental and private organizations play an important role in 

the country and world economy (Linna, Pekkola, Ukko and Melkas, 2010). The public 

sectors have a selection of stakeholders with a corresponding desire to get required services 

to impose the public service establishments to work more (Van Helden, G. J., and Tillema, S. 

(2007). To cope with the desires and expectancies of all these stakeholders, the general public 

sectors wish to be powerful and green in satisfying its responsibilities. Efficiency and 

effectiveness in public services are defined by using the achievement of planned activities in 

addition to the accomplishment of responsibilities following the desired fee and time (Mihaiu, 

Opreana, and Cristescu, 2010). Reform shall be the launch that allows you to understand 

deliberate activities to meet the first-class hobby of stakeholders by way of imposing tasks 

accordingly with suitable cost, value and time (Gabel-Shemueli and Capell, 2013). The 

preferred contributions can be affected by numerous determinant factors as incompetent 

public servants, a loss of responsibility, unskilled manpower, inefficient procurement 

practices, and poor leadership exercise (Janse van Rensburg, 2014). Public sectors play a 

primary role in improving public service delivery and satisfying society. Thus, the way how 

the interaction of employees and leadership styles contribute to public service delivery in 

Ethiopia is described as follows. 

3.4 Public Service Leadership Practice 

There were no changes in attitudinal problems regarding the concept of the civil service 

reform program till 2001. This is explained by using planned conservatism for change and 

unwillingness to peer into new happenings (Paulos, 2000). Organizational members consider 

that civil service reform application was targeted on the mindset of the humans in place of 

improving the structure and system of the organization. Ethiopian civil servants worry about 

the future and have been conservative to change (Getachew and Richzard, 2006). There are 

bad public service delivery leadership practices and a shortage of properly prepared 

implementation in Ethiopia that ended in ineffective organizational performances in turning 

public services that are related to loss of enforcing civil service reform packages for best 

implementation.  

Ethiopia attempted to initiate changes in public service organizations at different times. 

Unfortunately, those change initiatives could not be found out due to numerous causes. 

Business processing reengineering (BPR) becomes a suitable example that could not be as it 

should be carried out because of a lack of knowledge, dedication, and negative conversation 

problems. Solution-oriented measures have not been taken to alleviate issues related to public 
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service organizations yet (Mengistu, 2006). BPR could not be carried out without the right 

communication with employees, clients, and stakeholders, and the community at large 

(Mehret and Paulos, 2000). Ethiopia is attempting to make sure economic development and 

societal welfare using civil service reform programs. Nevertheless, the aged bureaucratic 

system of the civil service system and resistance to change had been the vital barriers 

discovered. As a result of this, there are still much less powerful and weak overall 

performance public service provider institutions.  

African public service establishments should open their eyes to how to enhance service 

delivery and build properly organized public service for sustainable increase and 

development (Nkomo et al., 2015፡4-26; Bierschenk & de Sardan, 2014). Moreover, Ethiopian 

civil service leaders no longer neatly conceptualize their roles and are not able to serve the 

general public accordingly even though Public sector leadership is the vital element to decide 

the fulfillment and failure of imposing civil service reform programs (Solomon, 2013 and 

Apaza, 2014). Hence, Studies conducted regarding Ethiopian public services are very small 

and they are more associated with reforms that further study shall be conducted 

3.5 Employees Job Performance 

3.5.1 Dimensions of Employees Job Performance 

Performance is a multi-component construct and on the fundamental level one will 

distinguish the process aspect of performance, that is, behavioral engagements from associate 

degree expected outcome (Borman, & Motowidlo, 1993). The behavior up here denotes the 

action individuals’ exhibit to accomplish a piece, whereas the result states concerning the 

consequence of an individual's job behavior (Campbell, 1990). Apparently, during work, the 

behavioral engagement and expected outcome area unit are associated with one another 

(Borman, & Motowidlo, 1993), however the great overlap between both the constructs aren't 

evident nevertheless, because the expected outcome is influenced by factors like motivation 

and psychological feature talents than the behavioral aspect. There are different dimensions 

of performance. The researcher considered as the most important components for this study 

are described as follows:  

Task Performance: This is composed of job explicit behaviors which incorporate crucial 

job responsibilities allotted as a part of the job description. Scholars (Conway, 1999) 

explained that task performance requires more cognitive ability and is primarily facilitated 

through task knowledge, task skill, and task habits. Therefore, the primary antecedents of task 

performance are the ability to do the job and prior experience. Task performance is 

considered a contractual agreement between a leader and employees to achieve the given task. 

Task performance could be segmented into technical–administrative task performance and 

leadership task performance. The technical–administrative task performance comprising of 

planning, organizing, and administering the day-to-day work through one’s technical ability, 

business judgment while leadership task performance is incorporates setting strategic goals, 

upholding the necessary performance standards, motivating and directing subordinates to 

accomplish the job (Borman, & Brush, 1993; Tripathy, 2014).  
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Adaptive Performance: An individual can adapt and provide the necessary support to the job 

profile in a dynamic work situation (Hesketh, & Neal, 1999). Various studies have found that 

once the employees derive a certain amount of perfection in their assigned tasks, they try to 

adapt their attitude and behavior to the varied requirements of their job roles (Huang et al., 

2014). An effective adaptive performance necessitates employees' ability to efficiently deal 

with volatile work circumstances like technological transformations, changes in one's core 

job assignment, restructuring of the organization, and so on (Baard, Rench, & Kozlowski, 

2014). It is performance where employees achieve their assignments under contingent or 

situational working conditions.  

Contextual Performance:  It is a performance in which efforts have been carried out 

toward ascertaining the significance of non-job components of performance to create a better 

workplace (Viswesvaran, & Ones, 2000). Different scholars referred to non-job components 

as organizational citizenship behavior (OCB) or a voluntary action of employees that benefit 

employers intangibly (Bateman, & Organ, 1983). Contextual performance is a kind of 

prosocial behavior demonstrated by individuals in a work set-up. Such behaviors are 

expected of an employee but they are not mentioned in one's job description. These kinds of 

unstated expectations are called prosocial behavior or extra-role behavior. These reasonably 

unspoken expectations are known as prosocial behavior or further role behavior. Contextual 

performance could be a reasonable perspective like volunteering for further work, serving 

others in finding tough tasks, upholding enthusiasm at work, cooperating with others at the 

time of would like, sharing important resources and knowledge for structure development, 

permanent by the prescribed rules, and supporting structure choices for a far better 

modification (Coleman, & Borman, 2000). This sort of behavior contributes to making a 

noteworthy culture and climate of the organization that aids in achieving individual 

productivity and structure effectiveness.  
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Source: (Rabindra Kumar Pradhan, 2017) 

3.5.2 Measures of Employees Job Performance 

Employee job performance is evaluated using the observed outcomes. This is not the only 

mechanism used to measure performance; rather there are other parameters to measure 

employees' job performance. Hence, it can also be looked at in terms of behavior (Armstrong, 

M. 2000). Moreover, Kenney et al. (1992) stated that the employee's performance is 

measured against the performance standards set by the organization. Various types of 

measures can be taken into consideration when measuring performance such as productivity, 

efficiency, effectiveness, quality, and profitability measures (Ahuja, K. 2006). Efficiency is 

the ability to produce the expected outcomes using resources in a costly fashion while 

effectiveness is the ability of employees to achieve the planned objectives or target (Stoner J., 

1996). Productivity is expressed as a ratio of output to that of input (Stoner, J., Freeman, E., 

and Gilbert, D., 1995.). It is a measure of how the individual, organization, and industry 

convert input resources into goods and services. The measure of how much output is 

produced per unit of resources employed (Lipsey, R. 1989). Quality is the features of 

products or services that bear a capacity of satisfying identified needs (Kotler, P. and 

Armstrong G., 2002). It is progressively attaining superior products and services at a 

progressively more competitive price (Stoner, J. 1996). Thus, better employee performance 

has been related to well-informed consumers about service quality, while poor employee 

performance has been related to highly rated customer criticism and brand switching. 

Consequently, employee performance could be simply understood by the way how assigned 

activities are well performed and executed following the expectations. 

On the other hand, performance is always about performance management and performance 

involves stages that need to be acknowledged and maintained. Performance management is a 

systematic process focusing on organizational progress by creating the performance of 

individuals and teams (Armstrong, 2006). Researchers found out this description as the 

conceptual, organizational, and operational definition which researchers recognized as an 

optimal tool for investigating performance management. Besides, (De Nisi and Pritchard, 

2006) argued that performance control is a huge set of development aimed toward enhancing 

employee performance. The essence of overall performance control is the development of 

individuals with competence and commitment, working towards the achievement of shared 

meaningful objectives inside a corporation that helps and encourages that achievement 

(Lockett, 1992). According to Armstrong (2006:1), the reason for performance management 

is to get better outcomes from an entire organization, or teams and people within it, by 

expertise and handling performance within an agreed framework of deliberate desires, 

standards, and competence necessities. Performance management is largely involved with 

enhancing the value-adding procedure via growing the productivity and first-class of the 

connection among organizational inputs/sources, outputs brought and consequences achieved 

as the following relationship. There is no single universally accepted model of performance 

management in use rather the management literature advances some of the separate 

contributions and that those may be expressed as a performance life cycle which includes five 

factors like putting performance targets, measuring effects, comments of consequences, and 
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amendments to goals and activities (Storey, et al., 1998). 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 3.3. The Performance Management Cycle  

Source: Adapted from (Storey, et al., 1998) 
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successful in their achievements. According to some researchers and practitioners, there are 

tremendous numbers of determinants of employees' performance that can affect the 

performance of employees positively or negatively. Some of them which are about this study 

are summarized below. These include: 

● Leadership: Leadership is a process of influencing an individual and a group to attain 

common goals (Northouse, 2007). It is the combination of attitude and behavior by 

which leaders and followers deal together (Dubrin, 2004). The leadership style has a 
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determinant effect on an organization and the performance of employees (Armstrong 

& Murlis, 2004; Cronje et al., 2001). 

● Coaching: Coaching is a very significant method to advance the performance of 

employees (Champathes, 2006). It is a two-way communication approach by which 

coaches’ focus on things that are proposed to be developed. Furthermore, coaching 

addresses the belief and behaviors that hinder performance (Toit, 2007). In addition to 

this, coaching is all about helping someone else to improve performance (Starr, 2004). 

● Empowerment: It is a multi-dimensional social process that helps people gain control 

over their own lives. It is a process that fosters power in people for use in their own 

lives, their communities and in their society, by acting on issues they define as 

important.  Duvall (1999) describes success as achievement, accomplishment, and 

attainment which is the consequence of empowerment as individual success in form 

of employee’s role performance, the organizational success which is achieved as 

members of the organization accomplish collective organizational goals as well as 

objectives and organizational members that are mutually beneficial and satisfying 

work experience meeting both social and personal growth needs. Besides, 

empowerment had significant positive correlations with both performance and 

satisfaction (Bartram & Casimir, 2007).  

● Participation: According to (Chen &Tjosvold, 2006) participation in management is 

about concerning employees in the decision-making process where the employees feel 

that they have the opportunity to deal with problems and can influence organizational 

decisions. Participation can increase employees’ job performance and reduce turnover 

within the organization. Organizations can act to potentially strengthen the positive 

performance effects of employee participation (Lam et al, 2002). Employees will be 

motivated when management considers them as partners in contributing to 

organizational success.  

● Organizational Culture: Tough culture in the organization is very supportive to 

develop the performance of the employees that leads to goal achievement and 

increases the overall performance of the organization (Deal & Kennedy, 1982). 

Stewart (2010), states that the norms and values of organizational culture are highly 

affected by those having directly or indirectly involved within the organization. These 

norms are invisible and have a great impact on the performance of employees which 

are characterized by shared value. 

● Working Environment: the organization which fulfills the requirement of the 

working environment enables employees to become creative in their work. There will 

not be the intention of leaving and dissatisfaction where the organization 

accompanied the creative requirements of the job. Enhancing the creative 

performance of employees has been recommended for remaining competitive in a 

dynamic environment and for enhancing the overall innovations of an organization 

(Janssen, O. and NW. Van Yperen, 2004).  
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● Motivation: Motivation is a key determinant of job performance. This is explained by 

excessive staff turnover, higher expenses, negative morale, and increased use of 

managements' time (Jobber, 1994). Therefore, the organizations have to know what 

exactly inspires the staff (Jobber, 1994). Green (2000) has explained that motivation 

should be done proactively with the participation of employees to reduce 

dissatisfaction and turnover. Unless there is dealing with low performers, there will be 

low productivity and less success of the organization.  

● Training: Training is developing the process of employees' skills to improve 

performance (Swanson, 1999). It is a planned and systematic level of skill, knowledge, 

and competency-building process that is essential to accomplish work effectively 

(Gordon, 1992). As existing literature witnesses that training and development affect 

employee performance. According to Wright and Geroy (2001), employee 

competencies can be improved using effective training. It is proven that training 

builds knowledge, skills, ability, competencies, and behavior which are significant for 

the employee as well as for the organization to achieve success and add value (Appiah, 

2010; Harrison, 2000; Guest, 1997).   

3.7 Review Literature Summary  

The research gap is a research question or problem which has not been answered 

appropriately or at all in a given field of study. To recognize government economic and social 

policies efficiently and effectively, to improve transparency and accountability in the regions, 

the identification of problems and in-depth evaluation of the leadership practices shall have 

high output in meeting the intended growth and transformational goal. However, there are no 

consolidated and comprehensive research works, which can support in presenting 

recommendations for leadership challenges existing in public service organizations. Few 

trials made so far by (Meheret & Paulos, 2000; Getachew & Richard, 2006) were so limited 

to the federal level leaving the cases of regions at local levels.  

Besides, there is no exhaustive study conducted especially in developing countries that 

clearly showed the impact of leadership styles on employees' job performance. Following this, 

researchers suggested their view of how the result found is inconsistent at different times. In 

Africa, although progress has been made in understanding leadership traits, there is a need to 

realize that much is not known about how a leadership style can be applied effectively to 

enhance employee performance, thus gaps and unanswered questions remain (Mohammed, 

Yusuf, and Sanni, 2014). As(Koech and Namusonge, 2012) identified that literature available 

on the subject of leadership styles and performance is limited and inconclusive, thus the need 

for more studies that can contribute to a growing body of literature investigating leadership 

influence on employees' performance. Scholars have described academic research lags behind 

concerning the role of leadership in employee performance especially in the county 

government leadership and its influence on employees' performance is a serious gap that 

needs further study currently. Moreover, the evidence of the effect of leadership style on 

employee performance is also varied. While most of the literature reviewed is somehow 

consistent in suggesting that both transformational and transactional leadership styles are 
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significantly positively related to employee performance and that transformational style's 

effect is more pronounced than that of the transactional leadership style (Rasool, et al., 2015; 

Kehinde & Bajo, 2014; Tsigu& Rao, 2015), the evidence on the relationship between 

laissez-faire and performance is not that straight forward. As (Aboushaqah et al., 2015) states 

that there is a negative relationship between Laissez-faire leadership and employees' 

performance while (Gimuguni, et al., 2014) have reported a positive relationship. This 

suggests that the evidence on leadership styles is inconsistent. On the other hand, the 

autocratic leadership style has a positive relationship with employee performance (Nuhu, 

2010). Most employees believed that autocratic leadership brought about performance in an 

autocratic way. On the other hand, few opportunities are given to staff and team members to 

make suggestions, it has a significant influence on the satisfaction of employees and 

consequently on their job performance (Amanchukwu, et al., 2015). For that reason, this 

study is conducted to examine the impact of leadership styles on employees' job performance 

in public sectors in Ethiopia mediated by job satisfaction. An autocratic leader mostly makes 

a selection based on their judgments and ideas that rarely include follower's advice and these 

leaders have absolute control over the group (Zareen, et al., 2015). According to (Iqbal, et al., 

2015) autocratic leaders give orders without explaining the reasons or future intentions. 

Therefore, less involvement in decision-making reduces employee performance.  

There are no sufficient studies conducted on the impact of leadership styles on employees' job 

performance. Hence, related studies should be held to alleviate the problem. In most cases, it 

is only the government reports and development indicator bulletins that tried to indicate 

failures of the public service leadership. 

3.8 Discussion 

Leadership is the power and inspirational act of leaders with a non-violent way to have 

satisfactory outcomes from proposed objectives. However, there is always an argument 

within the association between leadership styles and employees' job performance. What calls 

the researcher to examine is that there is inconsistency in the relation of independent and 

dependent variables or standards. There is a significant relationship between leadership and 

job satisfaction (DeCremer, 2003). The quality of the leader can influence job satisfaction as 

well as the leader-employee relationship. For this reason, the researcher reviewed the impact 

of leadership styles on employees' job performance, one can hint at many leadership styles 

that have or have no longer relation with employees' job performance. Studies performed in 

this regard keeping their amount steady however their type and degree of impact is not 

always a one-time event and predictable as an alternative dynamic and situational. Therefore, 

the result varies via time horizon, organizational nature, financial paradigm, environmental 

components, and so forth. Scholars explained the conceptual framework organized in a 

logical coherence to understand how the impact of the independent variables on dependent 

variables (Grant and Osanloo, 2014፡12-22). Different scholars discovered how existing 

phenomena prompted each other and there are positive associations, negatives associations, 

and no linkages among those independent and dependent variables. In this regard, Yousef 

(2000:8) made an overview of them and concluded that the consequences are not completely 



 International Journal of Human Resource Studies 

ISSN 2162-3058 

2024, Vol. 14, No. 2 

http://ijhrs.macrothink.org 104 

constant that the impact of leadership styles on employees' overall job performance can be 

fine, bad, or no effect. For instance, employees’ self-efficacy, satisfaction, motivation, 

creativity, and job performance are optimistically affected by transformational leadership 

style (Bronkhorst& et al, 2015፡124–145). On Contrary, the laissez-faire leadership style is 

believed less effective and features a negative effect on employees job overall performance 

(Bass and Avolio, 1985; Yahya and Ebrahim, 2016). In addition to this, employees in 

autocratic leadership styles have job dissatisfaction as leaders exercising absolute authority 

and unlimited decision-making power (Kerfoot, 2013 and Afshinpour, 2014, 156-169) which 

also, therefore, affect employees’ job performance.  

3.9 Conclusion 

The study of leadership and employees’ job performance will continue to be the focus of 

attention from academics and practitioners in both private and public sector organizations as a 

way to manage and control organizations. Employees’ job performance is a core concept 

within work and organization and researchers have made progress in clarifying and extending 

the performance concept. The review in this paper revealed leadership styles versus 

employees’ performance that needs timely and appropriate attention. Employees’ 

performance is also a multi-dimensional construct to ensure organizational effectiveness and 

efficiency. The theoretical literature review related to employees’ job performance also 

demonstrated several dimensions as task performance, adaptive performance, and contextual 

performance for further research in the field of employees’ job performance. Eventually, this 

paper presented the research gap which needs prospective investigation.  
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