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Abstract 

The objective of this study was to assess leadership style preference of leaders, employees 

and associated factors among leaders practice in Dessie town government organization. 

Questionnaire was used to obtain data from a sample consists of 145 participants. Leaders 

behavior description questionnaire were used to collect data. Quantitatively  collected  data  

were  analyzed  and  presented  using  both  descriptive  and inferential statistics. (Mean, SD, 

correlation analysis, t-test and ANOVA were conducted for data analysis). Findings 

indicated that the participative or democratic leadership style is the most exhibited 

leadership style by leaders followed by the authoritarian leadership style while as per 

response from employees’ prefer democratic leadership style So, both respondents prefer 

democratic leadership style in the organizations. There is also statistically significant strong 

positive relationship between participatory leadership style and demographic variable. With 

the exception of gender, autocratic are statistically significant mean difference between sex 

and leadership style so, gender and education level of the leaders influence their preference 

of leadership style. Based on the findings, recommendations were made including that 

knowing the various factors and preference of leadership style through research help 

concerned bodies to recruit a leader to achieve the intended goal and leaders also be aware 

of employees preference and employing different types of leadership style at different 

situation. 
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Chapter One 

Introduction 

1.1 Background of the Study 

Leadership is a becoming a common phenomenon in our day to day life. The importance and 

application is not limited to specific area of business, rather goes to in every sector, any 

society or nation. If leadership is having such horizon, what is leadership? Leadership is the 

process of creating influence on others towards goal (Burton and Thakur, 2008).  

According to this definition the word influence has great bondage with leadership. This 

influence is not something related with punishment or force rather it is related with own 

inspiration and willing fullness to do something. 

The formation of group in order to accomplish goal is the point where people have been 

interested in leadership. Early stage of the twentieth century was a time where researchers 

began to study leadership. During this time of the study, leadership theories emphasized on 

the leader (trait theory) and how the leader works together with his or her team (behavioral 

theory). 

The moral purpose of leadership is to create an empowered follower that leads to moral 

outcomes that are achieved through moral means (Hersey & Blanchard, 1984).In a highly 

computerized world in which technological advancements have driven the development of 

dynamic work environments, there is a need for dynamic and visionary leaders who possess 

leadership skills and are capable of meeting the challenges and opportunities that exist in the 

modern workplace that is intent on promoting the change necessary for developing and 

maintaining the competitive edge (Burke, Stagl, Klein, Goodwin, Salas, Halpin & Winer, 

2006: 302). If this is true for leadership in general, then it is even more critical that leaders of 

the highest are identified, developed, and sharpened within organization. 

However, should be clear that leaders exhibit various behaviors during supervision of 

subordinates, which is termed as leadership style. In achieving the intended goals of the 

organization, leaders employ different styles of leadership- autocratic, democratic and 

laissez-fair (Rao, 2000). The process of influencing subordinates and using the different 

leadership styles are not uncommon for every organization. But ways of influencing them 

varies from individual to individual and from organization to organization. 
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Good leaders are thus made, not born. Good leadership is developed through a never ending 

process of self-study, education, training, and the accumulation of relevant experience (Bass 

& Bass, 2008).The basis of a good leadership is strong character and selfless devotion to an 

organization (Jenkins, 2013). From the perspective of employees, leadership is comprised of 

everything a leader does that affects the achievement of objectives and the well-being of 

employees and the organization (Abbasialiya, 2010). 

Northouse (2007) and Rowe (2007) described leadership as a process whereby an individual 

influences a group of individuals to achieve a common goal. This article contends that 

effective leadership is crucial to the proper operation and very survival of a non-profit 

organization. Leadership is arguably one of the most observed, yet least understood 

phenomena on earth (Burns, in Abbasialiya, 2010). Over time, researchers have proposed 

many different styles of leadership as there is no particular style of leadership that can be 

considered universal. Despite the many diverse styles of leadership, a good or effective leader 

inspires, motivates, and directs activities to help achieve group or organizational goals. 

Conversely, an ineffective leader does not contribute to organizational progress and can, in 

fact, detract from organizational goal accomplishment. 

The leader in an organization may employ one of the styles i.e. autocratic, democratic, or 

laissez-fair styles of leading. The main issues, the concern of the present study, are what style 

preference of leader and employee and what factors make a leaders apply any of the styles? 

Different researchers at different time gave various factors of preference of leadership style. 

In order to see leadership studies in different parts of the world, the researcher took a  study  

conducted in  different  parts  of  the  world, by Boatwright and Linda (2000); from  

Indonesia  by Bempah,  Addison,  and  Ade  (2013); from  Ethiopia  by Messay (2006); and 

Ghana by Boateng (2012). 

Boatwright and Linda (2000), in their study of ―factors affect leadership style preference‖ 

have identified sex, age, education level, types of organization and experience as factors in 

the preference of leadership style. Other researcher like Engen and Williamson (2002) 

conducted a research on the same issue and found out status, gender, number and 

characteristics of subordinates (experience, confidence, ability etc) and type organization as 

factors that determine choice of leadership style. 
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Leader may make a decision alone or together with the persons in the organization. Michael 

(1986) stated that it is common practice for managers to have subordinates participate in 

making decisions. In the literature on organizational behavior, participation usually refers to 

leadership style or type of decision procedure through which subordinates influence on some 

of the leaders decision through shared decision making (Michael, 1986, p. 247). 

Bempah, Addison, and Ade (2013) study disclosed very interesting finding; identifying 

effective behaviors and unacceptable or ineffective leader behaviors.   The  effective  

leadership  attributes rewarding,  open  appreciation  by  leaders  for  job  well  done,  

inspiring  followers,  supportive  and considerate  nature  of  leadership,  showing  sympathy  

and  carrying  for  followers,  looking  all employees as one family is taken as major factor 

for the effectiveness. 

On  the  other  hand  the  study  identified  from  the  response  as  there  are  ineffective  

leaders demonstrating passive and uncaring situation not exercising leadership at all. 

Messay (2006) has pointed out that Ethiopian leadership has been assessed in comparison 

with the contemporary Western leadership model and severe problems have been identified 

as a result. However, this comparative approach has misinterpreted the essence and 

consequences of Ethiopian leadership and has wrongly suggested that a greater consistency 

with the Western model can always provide better solutions. Western notions of good 

leadership are not widely applicable in Ethiopia. 

Boateng‘s (2012)  research  tried  to  assess  the  leadership  styles  and  effectiveness  of  

vocational technical  institutions  in  Ghana. According  to  the  research,  the  general  

performance of  their leadership role is a mixture of transformational and transactional 

leadership styles in their day to day  business  leadership  role.   The  study  further  identified  

as  they  are  not  doing  enough  in exercising their power and empowering others. As the 

same time, the leadership style is found to be more transactional than transformational in 

nature. 

Out of the four studies at different parts of the world, the study in USA, Indonesia and 

Ethiopia tried  to  identify  some  of  the  factors  like,  empowering,  trust,  participation,  

appreciation, rewarding,  integrity,  and  others.   On  the  other  hand  the  study  done  in  

Ghana  indicated  as transformational  and  transactional  leadership  is  exercised  and  much  

transactional  style  is  done than transformational. From the above study made in different 
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parts of the world, we can learn that as leadership effectiveness is dependent on various 

interrelated factors which are common to different parts of the world. 

In  general,  the  researcher  understood  from  the  different  literature reviewed  as  

leadership  is inspiring others willingly than forcefully in accomplishing common 

responsibility. In doing so, adjusting leadership style depending on the situation, trust, vision, 

ability to communicate, inspire and support followers, consistency with what the leader deed 

and talks are the major ones. 

Leadership functions are to achieve the intended goals of the organization. Michael (1986), 

stated that there are variety different decision procedures that can be used by a leader to 

involve subordinates in making decisions. Some procedures provide more subordinate 

influence over a decision than the other. The other authors further pointed out that there are 

different typologies of decision procedures. Any of these sets of decision procedure can be 

ordered along a decision influence. 

Maicibi (2005) contends that without a proper leadership style, effective performance cannot 

be realized in organization. In addition, Daniel (2007) indicated that principals need adequate 

knowledge and skills of selecting and using appropriate leadership styles as the situation 

requires in order to successfully achieving the goals of their organization. 

There are many kinds of leadership styles that leaders can choose from. For example, 

Autocratic leadership which takes absolute control of the situation and decision making 

process may be ideal in situations where decisions must be made quickly preferring to stay 

out of the limelight and letting his/her team accept recognition for his/her hard work. This 

may be the ideal approach when the creation of positive leadership culture and high morale 

among team members is needed. It's often most practical in politics, religious institutions or 

in positions where leaders are elected to serve a team, committee, organization, or 

community. 

Laissez-Faire leadership which describes leaders who give a lot of autonomy and allow their 

people to work on their own may be the ideal approach when managers don't have sufficient 

control over their work and their people. This style is particularly effective when individual 

team members are responsible, experienced, and skilled and self-starters. 
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A leader with democratic leadership style gives priority to participation in policy making 

process so that each individual of the organization feels himself/herself as an important 

member of the organization. 

The above three leadership styles, namely: democratic, autocratic and laissez-fair leadership 

respectively, are important for the topic under study. This research examines the leadership 

style preference of leaders and employees in government organization. 

1.2 Statement of the Problem 

Now days the importance of leadership is magnificent.  More exemplary leaders are needed 

more than ever, not because of the existence of so much extraordinary work, rather leaders 

who can unite and ignite us is needed (Kouzes and Posner, 2008). 

In any given discipline, the success of venture can nearly always be traced directly back to 

the vision and will of the leader. Therefore, having effective leadership style for the 

organization to retain competent employees is crucial to its survival. Especially in today‘s 

competitive organizational environment, different professionals need different leadership 

styles in government, private and non-government organizations to commit themselves for 

the success of their organization. Many of us have been observing different leaders have been 

using different leadership styles. There is no common legal framework guiding the leadership 

style for organizations in Ethiopia. Individuals at leadership position having the interest and 

personal trait as well as experience to dictatorial (autocratic) leaderships style only 

commands what he/she needs to be accomplished by subordinates or team members. Some 

others use laissez-fair leadership style in which no one is responsible for some action in the 

organization. In addition, some characteristics of the leaders also matters the success of the 

achieving the organizational goal through encouraging the employees to commit themselves 

for their responsibility. Some of the visible problems of the leaders includes (but not limited 

to); the lack of communication with subordinates, looking other professionals as inferior to 

themselves and inability to provide enough and constructive feedbacks. 

Consequently, the question for the determinants of leadership style still had been the concern 

of many researchers in the area. Particularly, the factors for leadership style preference of 

leaders have been the debating issue since its emergence. So, the present study too attempted 

to find out major factors that force the leader to prefer one type of leadership style over the 

other and what style preference. Colwill (1995) realized that finding of many researchers are 

contradictory to one another and hence, they suggested further investigation on the issue of 
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antecedents of leadership style preference to come up with clear and convincing results. 

Yousef (1998) also criticized the past research finding and suggested further researches to be 

conducted. He stated that the variable that proved to affect leadership style preference at one 

time, disproved at another time by other researcher. According to Zenebe (2002), in most of 

organizations of Ethiopia, the dissatisfaction of subordinates with their leaders in their work 

place is a felt problem. One of the major causes of this problem is failure of leadership style 

under various conditions. Moreover, the different variables that interfere in the preference of 

leadership style seem to be not understood in the area of organizations. So, this study also 

attempted to find out leadership style preference of leaders and employees and associated 

factors among leaders in public organizations at Dessie town. Accordingly, the study 

discussed the leadership style preferred by leaders and employees separately.  

Moreover, the different variables that interfere in the preference of leadership style seem to 

be not understood in the area of organizations. Therefore, this study is considered important 

to determine the leadership style preference of employees and leaders (i.e. Democratic, 

Autocratic and Laissez-faire leadership) and associated factors among leaders in government 

organization. To address this gap, this research tries to achieve the following major objectives 

of the study: 

1.3 Objectives of the Study 

The major objective of the study was to identify leadership style preference of leaders and 

employees and to investigate associated factors among leaders preference of leadership style 

in organizations. More specifically: 

1. To assess leadership style preference of leaders and employees. 

2. To investigate if there is association between leadership style preference and 

demographic variable. 

3. To investigate if there is significant difference between leaders preference and 

demographic variable(gender, age, education and work experience).  
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1.4 Significance of the Study 

Organization is expected to play a great role in the development of a country in general, and 

give appropriate and integrated service to the society as well as to the employee in the 

organization in particular. Moreover, workers of the organization should be treated based on 

their ability, experience and educational level. It is when these conditions are realized that the 

set goal of the organization will be achieved. However, it will be meaningless to think of the 

achievement of organizational goal unless fruitful and appropriate leadership style is 

employed based on the demand of the situation at hand. The alertness and awareness of 

leaders and other concerned bodies about the existence of different types of leadership styles 

take the line share in employing the desired kind of leading in the organization. As a result, 

one should be clear with that which, when and how to apply the different kinds of leadership 

style. 

Accordingly, this research is thought to have the following significance: 

- It provides information regarding the preference of leadership style. 

- It gives insight to leaders how their demographic variables affect their leadership style 

practice; hence they reconsider their ways of selection based on the demands of the 

situation they are in. 

- It may also help improve knowledge of people to take the role of gender and 

education in to account in selecting leaders and then they assign the right person in 

the right environment (situation) which in turn promote the effectiveness of the 

organization in achieving the intended goals. 

- Finally, the finding hopefully assists in enriching the existing literature on the issue of 

leadership style preference, practice and factors influencing leadership style. 

1.5 Delimitation of the Study 

This study aimed at showing preference of leadership style of leader, employee and 

associated factors among leaders preference of leadership style in some selected public 

organization at Dessie town in Amhara Regional State. The research is delimited only to 

government budgeted public organizations located at Dessie.  
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1.6 Limitation of the Study 

The major problem of this study was participants that were not in a position to return the 

questionnaire with one or two visits for the fact that they were busy. Specially top leaders and 

some workers involved in continuous meeting and field works, hence, the researcher was 

expected to patiently wait for them. Thus it was very difficult to collect those questionnaires.   

1.7 Operational Definition 

The meaning of terms and phrases with specific meaning used in this research is given as 

under: 

Leadership: This entails the process whereby an individual influences a group to achieve a 

common goal. Specifically, leadership is a process, involves exercising influence, occurs in a 

group context, and involves attaining goals. 

Leadership Style: in this study this are relatively consistent pattern behavior a leader 

exhibits in his/her attempt to influence the activities of his/her followers. 

Democratic Decision Making: according to this study decision making by which both 

leaders and employees have opportunities to discussion on the matter and decision is made 

when the majorities if not all agree on. 

Autocratic Decision Making: according to this study decision-making made by leaders that 

do not allow followers to involve and reflect their ideas on issue the decision is made. 

Laissez-fair Decision Making: according to this study decision making where by the leaders 

give freedom to their employees to decide how to carry out their duties. 

Leader: the position the leaders hold in the organization they are working at. 

Employee: in this study any individual who is employed by an employer in government 

organization. 

 

Leadership preference: in this study leadership preference is both thinking and activity 

which emerges in and through the interaction of leaders, followers, situation and 

communication. 
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Chapter Two 

Review of Related Literature 

2.1 Introduction 

This chapter is mainly concerned with a review of the relevant leadership theories and styles 

and pays attention to the meaning, character and conceptualization of leadership theory and 

style. According to Rubenstein (2005:46), although not only one style of leadership is proved 

to be the best, researchers have tried to broaden our understanding of leadership through 

explaining leadership theories and styles from different points of view. Furthermore, factors 

of leadership style preference and leadership behaviors‘ in Ethiopia will also be highlighted. 

2.2 The Concept of Leadership 

Till now different writers have defined leadership in different ways. Books and Google 

search gives about 533 million entries about leadership (Andrew, 2008). Michael Armstrong 

defined to lead and leadership as; to lead is to inspire influence and guide; while Leadership 

is a process of getting people to do their best to achieve a desired result. It involves 

developing and communicating a vision for the future, motivating people and gaining their 

engagement (Armstrong, 2009). 

Yukl (2002, pp.4–5) stated that ―the definition of leadership is arbitrary and very subjective. 

Some definitions are more useful than others, but there is no ‗correct‘ definition.‖ Cuban 

(1988, p.190) says that ―there are more than 350 definitions of leadership but no clear and 

unequivocal understanding as to what distinguishes leaders from non-leaders‖. 

Leadership is a process by which a person influences others to accomplish an objective and 

directs the organization in a way that makes it more cohesive and coherent. Another popular 

definition of Leadership is — a process whereby an individual influences a group of 

individuals to achieve a common goal (Northouse, 2007). 

According to Oyetunyi (2006), this perception of leadership signals a shift from bureaucracy 

(in which the leader tends to direct others and make decisions for them to implement) to non-

bureaucracy where the emphasis is on motivation, inclusion and empowerment of the 

followers.  

Basing his definition on the existing context, Dubrin in Oyetunyi (2006) defines leadership as 

the ability to inspire confidence and support among followers who are expected to achieve 

organizational goals. For the purposes of this study, this definition will be applied more than 
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others, for it has a lot to do with change, inspiration and motivation, the ingredients of which 

are critical for school performance. Further to that, Oyetunyi (2006) concludes that the 

leader‘s task is to build the followers confidence in their jobs so as to be effective and that it 

is a leader‘s responsibility to communicate the picture of what the organization should be, to 

convince followers and to channel all activities towards accomplishing it. Along the lines of 

the contemporary approach, but from a more recent perspective, define leadership as the art 

of transforming people and organizations with the aim of improving the organization. The 

following are some other definitions of leadership Sashkin and Sashkin (2003:39). 

Leadership is the behavior of an individual when that person is directing and coordinating the 

activities of a group toward the accomplishment of a shared goal (Rowden, 2000). Rao 

(2000) stated that leadership is complex and multidimensional in character and as such no 

one can afford to jump prematurely to prescriptions and generalizations from leadership 

research. Though researchers have attempted to study it a lot, there has been a narrow 

preoccupation with the tone or style of leaders and their interpersonal relations with the 

subordinates. 

The above concepts of leadership shows that views of leadership had been changing through 

time from ‗directing‘ the activity of the group at earlier times to ‗inspiring confidence and 

support‘ to the group at present time. Also it shows that a leader and leadership occur in the 

presence of followers to achieve organizational goal. 

2.3 Theories of Leadership 

There are five types of leadership theories (Cherry, 2013 and Covey, 2007).These are: 

2.3.1. Early Theories 

Great man theories or early theories assume that the capacity for leadership is inherent – that 

great leaders are born not made. These theories often portray great leaders as heroic, mythic 

and destined to rise to leadership when needed. The term "Great Man" was used because, at 

the time, leadership was thought of primarily as a male quality, especially in terms of military 

leadership. 

The earliest theories on leadership identified the leaders‘ genetic disposition or personal trait 

as the key factor for determining the leadership effectiveness. Thus, the title great man 

theories, Stogdill as cited in Emebet (2011) early theories held that leaders and followers are 

fundamentally different and that the leaders are more capable, possessing a set of personality 
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traits that are of higher quality (Huges et al as cited in Emebet, 2011), although the great man 

theory spawned significant amount of research, the eventual conclusion was that leaders and 

followers are not really fundamentally different.  

2.3.2 Trait Theories 

Similar in some ways to Great Man theories, trait theories assume that people inherit certain 

qualities and traits that make them better suited to leadership. Trait theories often identify 

particular personality or behavioral characteristics shared by leaders. For example, traits like 

extraversion, self-confidence, and courage are all traits that could potentially be linked to 

great leaders. 

One of the earliest and the more widely recognized approach prior to 1950‘s to leadership is 

the trait theory. Studies of leadership by teen were based largely on an attempt to identify the 

traits that leaders possess. Trait theorists suggested that leaders differ from followers with 

respect to a small number of key traits and these traits remain across time (Roa, 2000). 

Thus trait theories could have attempted to quantify leadership based on specific qualities or 

characteristics of leaders such as personality, motives, values or skills that differentiated them 

from their followers (Yukl, 2002). Thus successful leaders could be quickly assessed and put 

in to position of leadership, personality; physical and mental characteristics were examined. It 

was assumed that some people are natural leaders and are endowed with certain personality 

traits that are not possessed by ordinal people (Yukl, 2002). Much of the early research 

addressing the relationship between personality and leadership success was based on the trait 

theory approach (Hughes et al as cited in Emebet, 2011). The final attempts to identify set of 

traits for successful leaders‘ became Successful and seven traits associated with effective 

leaders were identified. These are drive, desire to lead, honesty and integrity, self-confidence, 

intelligence, job-relevant knowledge, and extraversion (Robbins and Coultar, 2005).  

Arrington (2010) states that types of traits can play an important role in affecting a leadership 

style. He adds that patterns of traits go side by side with the behaviors of followers and the 

needs of the condition to affect effectiveness. An individual to be a leader should show his or 

her efforts to participate and interact with others. Energy, assertiveness, dominance and 

communication behavior are part and parcel of personality traits.  With regard to this idea, 

other researchers like Lussier and Achua (2007) have identified a probable correlation among 

leadership, self-esteem and power needs. To be an accepted leader for long, a leader should 
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acquire task competence. This is because his/her task competence can influence the success 

of followers.  

2.3.3 Behavioral Theories 

Behavioral theories of leadership are based upon the belief that great leaders are made, not 

born. Consider it the flip-side of the Great Man theories. Rooted in behaviorism, this 

leadership theory focuses on the actions of leaders not on mental qualities or internal states. 

According to this theory, people can learn to become leaders through teaching and 

observation. Studies that focus on leaders behavior attempt to determine what kinds of things 

successful leaders do rather than examine how the perceptions that others hold toward leaders 

( Halipin and Winer, 1957).  

In contrast with trait theory, behavioral theory attempts to describe leadership in terms of 

what leaders do, while trait theory seeks to explain leadership on the basis of what leaders 

are. Leadership according to this approach is the result of effective role behavior. 

The Ohio state university studies identified two leadership behaviors initiating structure and 

consideration after analyzing actual leadership behavior in a wide variety of situations (Rao, 

2000). Consideration refers to the ability of the leaders to establish rapport, mutual respect 

and two-way communication with employees. The leader is friendly, approachable and 

listens to the problem of employees and allows them to suggest. Initiating structure refers to 

the extent to which the leaders structure and define the activity of subordinates so that 

organizational goals are accomplished. 

These studies found positive linkages between these factors and many important leadership 

outcomes, including organizational effectiveness, job satisfaction and extra effort (House & 

Aditya, 1997:435; Judge & Piccolo, 2004:758). 

2.3.4 Situational Theories 

Situational theories propose that leaders choose the best course of action based upon 

situational variables. Different styles of leadership may be more appropriate for certain types 

of decision-making. For example, in a situation where the leader is the most knowledgeable 

and experienced member of a group, an authoritarian style might be most appropriate. In 

other instances where group members are skilled experts, a democratic style would be more 

effective (Cherry, 2013; Covey, 2007; Bolden, R., Gosling, J., Marturano, A. and Dennison, 

P., 2003). 
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The concept of leadership has continued to be debatable and needed further research. The 

previous approaches were proved to be insufficient to give complete information regarding 

the concept of leadership. 

These theories have tried to construct a theoretical based on controversial questionnaire 

method. There is no attempt on the part of the eminent researchers to link leadership with 

important performance indicators such as production, efficiency and satisfaction. As a result, 

another theory that considers many aspect of leadership was flourished. This more recognized 

approach recently to leadership is situational theory Rao (2000). 

Hersey and Blanchard (1988) also stated that effective leaders expressed a virtual consensus 

that, based on their actual experience, each situation they handle demanded a different 

leadership style. No single style could under the day to day, even minute by minute. Varying 

conditions of different personalities and moods among their followers, routine process versus 

changing or sudden deadline, new and ever changing government regulations and paper 

work, ambitious roles of workers, wide ranges in job complexity from simple to innovation 

demanding, changes in organizational structure can interfere in the preference of leadership 

style. 

2.3.5 Contingency Theories 

This approach emerged as a reaction to the limitations of the behavioral approach. It gives 

priority to situational factors. 

Contingency theories of leadership focus on particular variables related to the environment 

that might determine which particular style of leadership is best suited for the situation. 

According to this theory, no leadership style is best in all situations. Success depends upon a 

number of variables, including leadership style, qualities of followers and situational features 

(Charry, 2013). Contingency theories assume that the effect of one variable on leadership is 

contingent on other variables. The new theorists exemplify a more thorough understanding of 

the complex nature of leadership and base their findings on quantitative data, rather than 

simply on empirical observations (Yukl, 2002). 

These theorists identified a significant concept in leadership theory by acknowledging the 

importance of the interaction between leaders and followers. Catell as cited in Emebet(2011) 

recommended that the two main go as of leadership are to help a group select a common goal 

and then to guide the group to achieve the goal. This suggested a shift in focus from analysis 
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of the characteristics of the individual in leadership to a study of the overall leadership 

situation. 

2.4 Leadership Style 

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

people (Northouse, 2012). 

Based on different theories of leadership, leadership has been classified in different ways. 

One classification appears as autocratic, democratic and laissez faire leadership styles 

(Adeyemi, 2007). 

2.4.1 Authoritarian / Autocratic Style 

Autocratic leadership style is also referred to as authoritarian leadership and this leader 

always wants to command, orders his followers to comply. He/she communicates to 

employees what is minimally required (Bass, 2008). 

Rashid and Archery (1983) also noted that a leader using authoritarian style exercise 

unilateral power, thus he/she has the sole authority to decide instruct, penalize and reward. 

autocratic leaders tells subordinates what is expected of them, gives guidance about what 

should be done and also shows them how to do it, because everything is at his/her hands.  

This style is based on the assumptions that the leaders derive power from the position they 

occupy and that people are innately lazy and unreliable. Members of the group or the system 

are treated as if they are machines, with no consideration for their basic human problems and 

needs. These leaders try to influence their subordinates through negative motivation by 

criticizing them and imposing penalty so as to hide their incompetence. This indicates that 

authoritarian style of leadership gives the manager authority- he/she can decide everything 

without the participation (involvement) of subordinate takes any action alone. 

Sometimes the authoritarian leader gets things done fast but the group are used only to keep 

the leader in power and to insure that the system continues to operate in accordance with his 

or her wishes. That is, the leader himself / herself establishes what is best for the group and 

strives to ensure that these are attained. The main characteristics of the authoritarian leaders 

are ruthless, selfishness, wickedness, greed, love of power and desire to be flattered. 

Hersey and Blanchard (1988:105) assert that employees neglect their progress in a subtle way 

by forwarding unconvincing reasons why they are unable to carry out their duties. Academic 
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staffs are dissatisfied with their work as a result of which informal groups that oppose the 

goals of the college are formed (Hersey & Blanchard, 1988:105).  

2.4.2 Democratic / Participative Style 

In this leadership style, a close relationship is observed between the leader and the followers. 

Therefore, the leader develops full confidence in his/her followers and the followers are also 

freely and actively involved in the managerial system; hence employees begin to make a 

vigorous effort to arrive at the expected goal (Hersey, Blanchard & Johnson, 1996:110).   

Democratic leadership was more effective for group performance than the other two styles. 

The study emphasized the impact of the leader‘s behavior, as well as the value of group 

participation. Lewin grew to favor the democratic style of leadership, as espoused below 

(Lewin, 2010: location 833). 

A leader with democratic leadership style gives priority to participation in policy making 

process so that each individual of the organization feels himself/herself as an important 

member of the organization (Adeyemi, 2007). 

Leaders using democratic style share their power with their power with subordinates by 

involving workers in the decision making process. Democratic leaders use participative 

process in making task related decisions; coordinate the work and sharing rewards Rashid 

and Archer (1983).  

Norman (1980) also stated that democratic leadership style allows as many tasks as possible 

to be shared by the group. The task may include policy making, planning and execution as 

well as keeping group members informed on any matter of their organization. Moreover, this 

style allows the group to organize their own methods of work and also to choose their 

working companions by themselves.  

Democratic leadership style argues that the group is greater than the sum of its parts. The 

leader takes notes of the group in the decision making process. The decision functions within 

the group are decentralized. The leader assumes the roles of a coordinator and an organizer of 

the several components of the system. In this style of leadership, everybody in the system is 

kept actively involved in the administrative process and allowed to function in the decision 

making process. This leader also creates a work environment which promotes the desire in 

each member of the group to perform to the best of his/her ability, to cooperate with others, 

and to develop his/her skills and abilities. 
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In democratic leadership style, subordinates are encouraged to use their creativity and 

initiative in handling their tasks. Followers can be basically self-directed and creative at the 

work if they are properly motivated and policies remain open to group division and decision. 

Subordinates are considered socially equal and taken in to consideration before taking 

decision Luthens (1995). 

In democratic leadership style, leaders help group members feel comfortable about 

themselves, their coworkers and situations. Moreover, it involves two way communication 

and responses that show social and emotional support to others. Shortly, in this approach, the 

leader focuses communication on both achieving goals and meeting subordinates socio 

emotional need. 

2.4.3 Laissez-fair / Non-Directive Leadership Style 

A leader with laissez-faire leadership style may leave the subordinate free to make decision 

and exercise powers. Laissez-fair leadership style is a non-directive that the leader refuses to 

make decisions for others, uses silence until someone in the group speaks out, and gradually 

fades out of the group when others in the group show ability and a willingness to take over. 

Such a leader hates crises. He/she tries to satisfy everybody in the system. The leader in this 

type of leadership is indifferent on certain critical issues as long as his indifference would 

keep the team together and keep the boat moving. The authors further indicated that the 

leader who chooses laissez-fair leadership style is too anxious about the unity of the group. 

Luthens (1995) also stated that a leader who uses this style of leadership gives complete 

freedom to the group; he/she essentially provides no leadership. Followers in organization are 

fully responsible for their task they carry out. They are only to provide the final out comes of 

their activities to their manager. 

In supporting the above idea, Nouthouse (2007) stated that laissez-fair leadership style is the 

avoidance or absence of leadership and is by definition, most inactive, as well as most 

ineffective. According to this author, necessary decisions are not made, actions are delayed, 

responsibilities of leadership are ignored, authority remains unused and the leader voids 

getting involved when important issues arise. 

On the other hand, the contemporary researcher, in the area of leadership style appreciate use 

of three types of leadership style depending on what forces are involved the follower, the 
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leader, and the situation (Nouthous,2007). Some examples when to use any one of the 

leadership styles are cited here under: 

It is appreciated using the authoritarian style on a new employee who just learning the job 

and when the leader is competent and a good coach. Moreover, it is applicable when 

employees are motivated to learn a new skill and if the situation is a new environment for 

them. 

Other research finding indicates that use of participative or democratic style sounds more 

when a team of workers are experienced, know their job and want to become part of the team, 

if the leader knows the problem but does not have all the information (Michael 1986). 

According to Nouthouse (2007), use of laissez-fair leadership style is preferred on the 

occasion that workers known more about the job than the leader. The leader cannot do 

everything; the employees need to take ownership of his/her job. Also the situation might call 

for the leader to be at the other places, doing other things. 

Laissez-faire, this French phrase for ―let it be,‖ when applied to leadership describes leaders 

who allow people to work on their own. Laissez-faire leaders abdicate responsibilities and 

avoid making decisions, they may give team‘s complete freedom to do their work and set 

their own deadlines. This leadership style can be effective if the leader monitors performance 

and gives feedback to team members regularly. The main advantage of laissez-faire 

leadership is that allowing team members so much autonomy can lead to high job satisfaction 

and increased productivity. It can be damaging if team members do not manage their time 

well or do not have the knowledge, skills, or motivation to do their work effectively.  

Lastly, researcher pointed out that there are times to use all the 3 leadership styles. For 

instance, Nouthouse (2007) stated that telling employees that a procedure is not working 

correctly and a new one must be established (authoritarian), asking for their ideas and inputs 

on creating a new procedure (democratic), and delegating tasks in order to implement the 

new procedure (laissez-fair) shows a leader can employ the 3 types of leadership style. 

Autocratic and democratic leadership styles are often talked about in a political context, 

however they manifest themselves in everyday life as well. Political, community and business 

leaders found that creativity decreased under autocratic leadership. Daft and Pirola-Merlo 

(2006) identify the autocratic leadership style as ruler-centered. Authority is centralized and 

power is derived from being in strict control of situations. In an organizational context, 
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employees are not asked for their input. In a political setting, constituents would simply be 

expected to follow the leader's demands. This style may be used exclusively by a leader, or it 

may be employed when there is little time to make decisions or consult others.  

Democratic Leadership: Lewin discovered that democratic leaders are generally more 

effective than autocrats. Democratic leaders offer guidance to their team members and seek 

their input on making decisions. In Lewin's study, the children in the democratic group had 

less output than the authoritarian group but their work was of higher quality. Daft and Pirola-

Merlo's work furthers this insight, noting that democratic leaders encourage group members 

to participate but retain final say-so over important matters. This style creates balance, helps 

team members feel valued and aligns more with Western democratic governments. 

2.5Leadership Preference 

Leadership preferences just like values deviate in different cultures, so do leadership 

preferences and practices. Through the process of implicit comparison of the target person 

and the ideal prototype leader, leaders are actually perceived as leaders. If leaders are aware 

of the subordinates‘ ideal leader prototypes, they are able to match the team members‘ 

prototype and, consequently, they are capable of leading their followers more effectively 

(Stephan & pace, 1991). Theoretical work leadership is a cultural phenomenon Stephan 

&pace(1991) wrote that culture influences the content about effective leadership attributes. 

Diverse prototypes with different traits exist across different countries examined by Luthens 

(1995) in their empirical research. Even in research, this compared European countries with 

similar political backgrounds, significant differences in leadership prototypes. Due to these 

findings, it can be concluded that culture has a strong influence on the perception of effective 

leadership. 

In differentiating between relations-oriented and task-oriented leadership, early researchers 

attempted to identify the types of behavior that fit each category. In addition to the traditional 

terms of relations-oriented and task-oriented, these early researchers used terms such as 

authoritarian, autocratic, directive, and democratic to draw distinctions among the leadership 

behavior types. 

Stogdill (1963) also investigated the types of behavior that represented consideration and 

initiating structure. He included the following in his descriptions: (a) consideration (relations-

oriented) regards comfort, well-being, status, and contributions of followers, and (b) initiating 

structure (task-oriented) applies pressure for product output, clearly defines own role, and lets 
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followers know what is expected. In a further discussion of Consideration and Initiating 

Structure, Stogdill (1963)offered the following comment regarding the variety of terms: 

"Review of the literature in this area brings to light a few facts. Firstly, 'employee-oriented', 

'employee-centered', 'supportive', and 'considerate' are various terms that have been used 

interchangeably. Similarly, 'production-centered', job-centered', and 'initiating structure' have 

been used. 

And employees Perception in Leadership in organizations, perceptions of leaders, managers 

and employees shape the climate and effectiveness of the working environment. Perception is 

the way we all interpret our experiences. It is a marvelous and difficult part of human 

behavior; managers must realize that all individuals have differing perceptions. People are 

not necessarily successful by attempting to serve their values. People do not, in fact, do what 

serves their values. They do what they perceive will serve their values. First, this means that 

there is always a time gap between the brain's consideration of a behavior and the behavior 

itself. Second, the processing that takes place in this time period is what can be referred to as 

perception. In the work place, when employees and employers have very strong differing 

perceptions about quality, quantity, schedules, etc., it becomes very difficult to accomplish 

meaningful objectives. 

Most of the time people believe that they are effective and efficient leaders using their 

perception but their supposed followers may have a very different perception. In scientific 

community Berelson and Steiner (1962) in their book Human behavior, define perception as 

the complex process by which people select and organize sensory stimulation into a 

meaningful and rational picture of the world. We react to specific situations based on what 

we see rather than on what it really is. Often we see only what we want to see in a given 

situation. Similarly how we react depends on what we hear, not necessarily on what was said. 

Perception therefore is just another tool, underutilized, that requires an administrator to 

develop the true desire to be the best he/she can be. Using all of the tools available to us we 

can achieve great things with our employees‘. 

Generally leaders possess three major skills in many organizations i.e. that of vision, 

interpersonal skills and technical skill. We seldom forget one important skill that is vital for 

any leader. That skill is perception. Having the right perception is significant skill for any 

effective leadership. It is important to understand that perception is often portrayed through 

communication in any organization be it big or small and therefore it is a pertinent tool in 
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leadership. A leader can have the best intentions and honest concern for his or her employees 

but if he does not communicate in that employees can comprehend, then their perception may 

work contrary to the right intentions. That is the power or influence of perception in any 

leadership. 

A leader sensitive to perception of employees must use communication as a tool to either 

reinforce a positive perception or change a negative one. Having the right perception is not 

only about becoming competent, polyvalent and productive but also about nurturing diversity 

and being able to live with all employees‘. 

2.6 Factors of Leadership Preference  

Ali (1993) suggested that decision style approach is a useful means of understanding leaders, 

their decision making, their problem solving, and their ability to interact with other in the 

organization. 

Furthermore, Ali (1993) also pointed out that the decision making style is an important work-

related attitude, which is crucial for leaders performance. Similarly, Hersey and Blanchard 

(1996) argued that the effectiveness of any organization depends, not only on the 

technological efficiency of the organization, but also, to a large extent on the leaders 

approach to decision making. Most importantly, decision making is the most important 

function of the leaders upon which the success or failure of any organization depends. 

As a result, decision style and the variables influencing them have received considerable 

attention. Yousef (1998), however, stated that there has been disagreement among earlier 

studies with regard to these two main issues; namely, predominant decision-making style, and 

the variable influencing the adoption of certain decision-making style. This might indicate the 

need for further research to clarify such issue. Nonetheless, a number of previous studies 

have examined the role of cultural background as well as certain demographic and 

organizational variables as predictors of decision-making style. A number of other previous 

studies have also investigated the variables influencing the adoption of certain decision 

making styles. Yukl (2002), for example, found out that pattern of organization and 

individual characteristics influencing decision styles. Cultural back ground influences 

decision styles. Ali (1993) argued that decisions styles differ significantly be country, sector 

of enterprise, type of industry, age of manager, field of education, region of childhood and 

social class. The sectors of enterprise, size of organization and management level influence 

decision style. Blankenship (1986) also believed that management styles vary considerably 
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from culture to culture. Rashid and Archer (1983) argued that the style of decision making in 

an organization is the result of the complex interaction of several factors, including the 

context and characteristics of the organization, the nature of the decisions and the attributes 

and preference of decision makers. 

On the other hand, investigated other variables that influence decision styles. They found out 

that decision behavior to be related to educational levels. Highly educated leaders are more 

democratic. They invite group members to be involved in the decision making process. The 

decision is passed if the majority reaches in consensuses. Yukl (2002) also found out that 

decision behavior to be related managerial levels. They stated that lower level leaders decide 

on issues alone. Followers under leaders in lower position are directed how to accomplish 

tasks. On the contrary, leaders in the middle level give high value to impute of their 

followers. Subordinates are participants of the decision and contribute their experience. 

Yousef (1998) also suggested that education level, managerial level and age of the manager 

are significantly related with the decision making style. He indicated that highly educated and 

middle management managers are open minded and willing to involve subordinates in the 

decision making process and therefore employ participative decision making style. He further 

found out that organizational culture has important influence in the process of decision 

making style. Moreover, he indicated that technology is one of the variables that affect the 

leader‘s decision making style. Organizations which use high level of technology employ 

participative decision making style. Contrary other research findings, Yousef indicated that a 

decision maker‘s cultural background has no effect on decision making styles played. Not 

only education, but even the work-experience of the leader should undoubtedly affect the 

leadership behavior (Cagle, 1988; Katozai, 2005) for this factor too, either directly or 

indirectly educates an individual to certain degree. The aim of this study is to investigate the 

influence of these two factors on the leadership behavior of an employee – specifically on the 

workers. 

Gender and leadership- Eagly and Johnson (1990) they found significant gender differences 

in the reported use of democratic or participatory styles of leadership. Men were more likely 

than women to use autocratic, or direct, controlling styles. Although women were found to 

have a more interpersonal style in experimental and assessment studies, they did not differ 

from men in formal organizational settings (Eagly & Johnson, 1990). This finding contrasts 

with gender-stereotypic expectations that women embrace more interpersonal leadership 
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styles, whereas men are more task-oriented (Eagly & Karau, 1991). However, women 

emerged slightly more often than men in the role of a ―social leader‖ or facilitator, who 

contributes to morale and good interpersonal relations. Men‘s leadership tended to emerge in 

the more task-oriented aspects of interaction. Thus, men often are viewed as better leaders, 

and women often adopt masculine behaviors to fit into male-dominated hierarchical 

structures and systems (Hersey and Blanchard, 1985). An additional complication is that 

women are expected simultaneously to behave like leaders (authoritative, confident) and to 

be feminine (friendly, kind, considerate toward others). 

Besides this, marital status of an individual might influence his or her leadership style is also 

a bit contradictory. In fact there is no sufficient research to support the assumption whether 

single or married individuals are perceive to display appropriate leadership styles in 

organizations. However, there is a unanimous agreement that the goal of leadership is to 

influence followers to achieve organizational objective through change of behavior therefore 

the issue of marital status is of little significance. 

2.7 Leadership and Culture 

Northouse (2012) indicates that both subordinates and leaders are influenced by the 

organizations they work for and the situations in the workplace. The amount of influence 

exerted on a leader depends on the situation. Accordingly, Tucker and Russell (2004) state 

that an organizational culture can/may stimulate the ability of the leader to influence his/her 

followers positively. While transformational leaders try to change such organizational 

cultures; transactional leaders work within them. 

Minkov and Hofstede (2011) have expressed the opinion that culture is the collective 

Indoctrination of the mind and that this collective indoctrination distinguishes the members of 

one human group from the other. They have observed that culture includes systems of values 

among its building blocks. Adding to this, Bass (1997) states that culture is a learned pattern 

of behavior within an organization that is passed on in the course of time. Similarly, Bolman 

and Deal (2003) point out that culture is a pattern of shared assumptions that a group has 

acquired through solving its problems by using certain methods or solutions that have worked 

and therefore should be viewed as legitimate to teach to new members to solve related 

problems. These conceptions of culture have important implications for leaders who have to 

work within the culture of an organization, and also need to shape it.  

 Mitroff (2004) has discussed the system age mode of thinking as opposed to that of the 

machine age. In his discussion, he argues that too many organizations remain stuck in the 
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machine age way of thinking. This is relevant to the management of emerging situations. He 

emphasizes the need for crisis leadership stating that crisis management is no longer 

adequate. Gabris (2004:216) adds that bureaucratic organizations function in a closed system 

maintenance mode that is deep-rooted in a machine-age mode of thinking. This viewpoint is 

geared towards management instead of transformational leadership. Therefore, transactional 

leadership fits with this style of management. 

On the contrary, transformational leadership corresponds more to system age thinking (Bass, 

1997:135). It is the belief of Atwater and Yammarino (1994:645) that an organizational 

culture is expected to play the strongest role in the effectiveness of a clearly defined work 

group.   

For Yukl (2010:53), influence is the basis of leadership. He adds that leadership can use 

empowerment to exert an influence on followers. In line with this, Stephan and Pace (1991:7) 

have forwarded the idea that both leadership and followership are a set of variables with 

multifaceted relationships. They further strengthen their idea by declaring that these 

multifaceted relationships are affected by the leader, the follower, the organizational culture 

and the situation. They believe that both groups are able to challenge, enthuse, enable, model 

and encourage each other. Generally, all the relationships elements lead to the success or 

failure of the work group and/or organization. The next discussion is about leadership in 

Africa. 

2.8 Leadership in Ethiopia 

According to Teshale (1995:419) and Messay (2006:30), Ethiopia has suffered for long not 

only from poor but from malicious leadership as well. Ethiopia had been suffering despotic 

rule even since ancient times to the present. It should be noted here that although the current 

period is not an era of despotism, clear features of despotism is still observed in leadership 

styles exercised in Ethiopia at present. Accordingly, leaders still use power as an end in itself 

and not for the public good; they have implemented and still implement poisonous social and 

racial strategies. At present, the top leaders of the country have used their leadership power to 

create the domination of one ethnic group over all ethnicities in the country. Secondly, they 

have also used their nefarious leadership to create enmity among the diverse ethnic groups in 

Ethiopia. Thirdly, their malicious leadership has gone to the extent of using the divide and 

rule method even among members of the same ethnic group. Nepotism is also one of the 

worst characteristics of the existing leadership in Ethiopia. This is highly manifest in the field 

of employment and the placement of leaders in organizations. In general, the present day 
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leadership in Ethiopia has become the creator of new and complicated problems that will 

certainly be hard to resolve in future.  

Although the study of leadership is an issue that has widely attracted Western academics‘ 

interest, the African and particularly the Ethiopian perspective has been neglected. In line 

with this idea, Gebru (2004) is of the opinion that both international academic leadership 

studies and other agencies of development have paid extremely little attention to Ethiopian 

leadership. Messay (2006) has suggested that Westerners have not tackled the Ethiopian 

leadership problems sufficiently for fear of being labeled racist if they criticize Ethiopian 

leaders. Therefore, one may conceive the idea that this has allowed Ethiopian leaders to 

continue their type of leadership. In the light of this, it is imperative that Ethiopian leaders 

also learn from other leadership traditions to improve their functioning. 

Ethiopia, unlike other African states, was not colonized. This helps the country to preserve its 

own culture. In Ethiopia, societal culture as a humane orientation is emphasized (Messay, 

2006). The most significant difference between Western and Ethiopian culture is its priority 

given to a humane orientation. In comparison with the leadership paradigms used in Ethiopia, 

the Western world dominates the global understanding of leadership. A glance at Western 

leadership paradigms makes it possible to situate Ethiopian leadership in a wider context. 

Although the literature tries to show a more complex picture of leadership in Ethiopia, little 

country specific information is available. Even when Ethiopian leadership has been 

discussed, it is done in a biased way. Messay (2006) has pointed out that Ethiopian leadership 

has been assessed in comparison with the contemporary Western leadership model and severe 

problems have been identified as a result. However, this comparative approach has 

misinterpreted the essence and consequences of Ethiopian leadership and has wrongly 

suggested that a greater consistency with the Western model can always provide better 

solutions. Western notions of good leadership are not widely applicable in Ethiopia. The 

reason is that there are remarkable differences in values concerning authority, group loyalties 

and harmony. Therefore, using Western leadership paradigms as a model for Ethiopia is, in 

fact, a new kind of ideological imperialism (Blunt & Jones, 1997). 

That is why many leadership and management approaches have failed for the last five 

decades without changing the lives of people in society (Kibur, 2010). By mentioning this, 

the researcher wants to demonstrate that he is aware of the complexities surrounding the 

application of Western models of leadership in Africa. Nevertheless he believes that leaders 

may benefit from this study as there are also points of reference in the apparently opposing 

leadership traditions that may lead to a better understanding of leaders‘ leadership practice.  
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Sub-Saharan African countries, including Ethiopia, feel that humane-oriented leadership is 

indicative of good leadership when compared with other country clusters (Chhokar, Brodbeck 

& House, and 2007:1021). Human-oriented leadership expresses kindness and considers 

relationships individually. It also shows a strong concern for the followers in a holistic way. 

It is important to mention here that generosity and compassion are the characteristics of 

human-orientated leadership that contribute to a leaders effectiveness. The value attached to a 

humane orientation is apparently the biggest difference between the Western and the 

Ethiopian leadership styles. However, it also became apparent in this study that the people 

orientation reflected (transformational leadership)cannot be denied.  

Ethiopians regard charismatic/value based, team-oriented and participative leadership as 

characteristics of good leadership during the time of war to defend the country from foreign 

aggressors. This is not often found to change the life of society. That is why the country 

suffers from starvation (Tekeste, 2006). What the Ethiopians themselves hope for in 

leadership is also discussed in the Code of African Leadership, which is a declaration of the 

ideals of good African leadership. Accordingly, it is possible to conceptualize an ideal type of 

powerful, visionary and transformational leader who possesses the characteristics required to 

contribute to the successful implementation and consolidation of policy reforms in Ethiopia.  

Generally, a combination of personal elements and situational factors need to be considered 

in the study of leadership. Therefore, the need for economic transformation and growth in 

Ethiopia calls for a transformational  leader who is willing and ready to combine a sound and 

logical understanding of  the different dimensions of the task with an awareness of the need 

to cultivate meaningful solutions to the persistent underdevelopment of the country.   

2.9 Summary 

The concept of leadership is greatly associated with human life. Organizations established for 

specific goals require leadership to achieve the intended goals. Therefore leadership seems to 

be common for every organization. 

In this chapter presented a review of the leadership theories and leadership styles as well as a 

description of the theories. It begins with the early approach. The earliest theories on 

leadership identified the leaders‘ genetic disposition or personal trait as the key factor for 

determining the leadership effectiveness. The second approach dealt with trait approach 

which holds the notion that leaders were seen to be different from other ordinary people.  
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The third approach dealt with is the behavioral theory, which holds the idea that an effective 

leader is distinct because of his or her actions. There are two categories in this approach, 

firstly, consideration/ concern for people denotes a leadership style in which leaders care 

about their followers as persons, are trusted by subordinates, and promote friendship. 

Secondly, initiating structure/ concern for production refers to a style in which the leader 

indicates accurately what followers need to do and develops work schedules for them (Avolio 

et al., 2009: 768). 

The fourth approach dealt with is the contingency theory which is more about the context of 

leadership application, which is not dealt with in both the trait and behavioral theories. The 

fifth approach discusses situational approach leaders choose the best course of action based 

upon situational variables. 

Furthermore, leadership and culture were also discussed in this chapter. It explained the idea 

that Organizational culture can/may stimulate a leader‘s behavior to influence his/her 

followers in a positive way. Lastly, leadership in Ethiopia were discussed.   
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Chapter Three 

Methods 

This chapter of the study describes the type and design of the research, population and 

sampling techniques used, instruments of data collection, procedure followed in order to 

collect the data, and methods used to analyze in the study were discussed in this chapter.  

3.1 Research Design  

The purpose of this research was to assess associated factors among the leader preference in 

organization and to identify the leadership styles preferred by leaders and employees in 

government organization. To achieve these objectives quantitative research method was used 

both descriptive and inferential statistics. 

3.2 Participants and Population 

The study was conducted in Dessie Town; more specifically the target population of this 

study consists of leaders and employees in Hottie sub city organizations. Each participant is 

taken from different group which was top level, middle and lower level leaders, and 

employees. There were about 145 participant (33 leaders 22 male and 11 females) and (112 

employees 32 females and 80 male). 

3.3Sample Size and Sampling Technique 

In Dessie town there are 5 sub cities. After listing all the sub cities in Dessie town. One sub 

city was selected randomly. In this sub city there are 7 government organizations. All the 

seven organizations were used as a study targets.   

The seven organization total population of 145.Whereas the leaders was total population of 

33. All leaders and employees of the population were taken as respondents of the study used 

by availability sampling method because of participants were small in number. Availability 

sampling is used to include all respondents that can provide appropriate data for the study.  
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3.4Data Collection Instrument and Procedure 

For this study, instruments used to collect data were questionnaire. 

3.4.1 Description 

In this study the major instrument used to collect data was questionnaire. The modified 

version of leadership questionnaire called Leader Behavior Description Questionnaire 

(LBDQ) which was initially developed by researchers in Ohio State University Halpin 

(1957); it is the most reliable instrument for measuring leadership style preference. This 

questionnaire has been used and proved to be important for measuring leaders‘ behavior since 

its development. 

The questionnaire has two parts. The first part is demographic characteristics of the 

participants. The second part is questions about the leaders‘ characteristics in the decision 

making process that prepared as form of choice (scale).  The number of the items is 30. 

The scale was interpreted as 5=always, 4=often, 3=occasionally, 2=seldom and 1=never. 

After all these refinement and calibration 145copies of questionnaire were printed and 

distributed to the expected respondents. But 29leaders, 103 employees totally 132 

respondents, completed and returned the questionnaire.  

The instrument of data collecting was adopted from other source which is standardized in 

measuring leadership style. This adopted instrument was modified to fit the context of the 

organization. The instrument initially was prepared in English. However, those tools were 

translated into Amharic language with the help of post graduate students. 

Before distributing the questionnaire and enter directly to the process of data collection, 

necessary information about the researcher and clarification about the objectives of the study 

made to the participants of the study by the researcher. After approval, the researcher then 

acquired two data collectors from each targeted organization to conduct the research study. 

The data collectors from the targeted organization selected were then given orientation about 

the research ethics, questionnaire items and to aware the importance of their continued 

cooperation in the study. The information collected was kept confidential. There were no 

known compliances from participation in the study. Questionnaire administered to 

participants were kept secret and unnamed. 
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3.5 Pilot testing 

A pilot study was conducted to test and improve the adapted instrument and to make sure that 

the questions are understood by the respondents. The pilot test is also required to ensure the 

clarity, appropriateness and reliability of the study. 30 participants (15 leaders 6 female and 9 

male and 15 employees 10 male and 5 female) were included in the pilot study. Ambiguous 

words were modified based on the information obtained from respondents at the time of 

piloting. Based on the response of the pilot group, the internal reliability was assessed by 

Cronbach alpha. The obtained result for leaders‘ questionnaire was 0.81 and employees result 

was 0.75. 

According to Robers and Wortzel (1979) coefficient of Cronbach alpha lying in 0.79 to 0.96 

means high reliability. The result of the analysis of each measurement tools were closely 

lying in 0.79 and 0.96 which indicates that question items are quite reliable as to most 

research authorities. 

3.6 Data Analysis 

In order to summarize and describe the data, descriptive statistical procedures such as mean, 

standard deviation were computed to see general pattern of the dominant leadership styles 

preference, practice and associated factors among leaders in organization. Independent-sample 

t-test and one way ANOVA were computed to see the difference between means. 

Pearson correlation coefficient was computed to provide information whether the independent 

variables and dependent variables correlate each other and to measure the degree of 

relationship between variables. 

3.7 Ethical Considerations 

In this study, the researcher respects all ethical considerations. Ethical considerations‘ were 

critical when researching people. Organization officials also express their willingness after 

information about the whole purpose of the research project. All the necessary information 

regarding the research was provided to the organization. The consent of participants to 

participate in the study was obtained before the questionnaire distribute. The participants were 

told that their answers will remain anonymous and confidential.  
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Chapter Four 

Results 

4.1 Introduction 

In this section the result of the study is presented in line with the objectives of the study and 

presented in different parts. The data collected from the participants was analyzed with the 

aid of the IBM SPSS, version 20.0. The results presented the descriptive statistics in the form 

of percentages, tables, and graphs. The graphs and charts presented in this section were 

extracted from Microsoft Excel to further clarify the findings. The aim of this study was to 

explore leadership style preference in Dessie Hottie sub city government organizations. Use 

of questionnaires helped the researcher to achieve the aim of this study and to provide 

relevant recommendations to improve the manner in which employees are satisfied and 

leaders become effective. This chapter will present the results relating to the response rate, 

and starts by presenting background information of respondents. 

4.2 Response Rate 

In undertaking the survey a total of 33 questionnaires for leader respondents and 112 for 

employee respondents were distributed. As it is revealed from total distributed 

questionnaires, while 29 questionnaires were properly filled by leaders, 103 questionnaires 

were properly filled by employees and collected by the researcher. Hence, overall response 

rate for the survey was high and the response rate of the study, as indicated in 87.9% and 

92.0% for leader and employee respondents‘ respectively. 
 

 

4.3 Demographics Characteristics of the Respondents 

A brief personal profile of the respondents is provided in this section. This information was 

obtained from questions 1, 2, 3 and 4 of section A of the questionnaire. Demographic 

information includes the respondents‘ gender, age, years of employment, and level of 

education. 

As can be seen from the table below, (84.6%) of the respondents were male and the rest 

(15.4%) were female. This indicates that there was substantial representation from both sexes 

in this study and most of Dessie employees are males.  
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Table 1: Summary of Socio Demographic Characteristics about the study subjects 

From table 1 it can also be deduced that large number of the respondents belong in the age 

group 21 to 35 and 36-50 which accounts for 57.7% and 26.9% of the total respondent for 

each respectively. The smallest number of respondents was in the age group 51-65 and below 

20 years which was 7.7% and 7.7% of the total respondents respectively. The chart below 

reveals experience and education level category of respondents: 

4.4 Respondents Preference of leadership style 

Here under analysis was made based on mean and standard deviation response of 

respondents. With a gear of performing the analysis in a limited number of tables, the 

researcher categorized questions which ask about the same issue in a table. The following 

subsections present the results as per the research objectives. 

Demographic Variables Items Leaders Employees 

No. % No. % 

      

 

Gender 

Male 22 75.9 80 22.3 

Female 7 24.1 23 77.7 

Total 29 100.00 103 100.0 

 

 

Age Group 

     

21-30 7 24.1 29 28.2 

31-40 9 31.0 28 27.2 

41-50 6 20.7 23 22.3 

> 50 7 24.1 23 22.3 

Total 29 100 103 100.0 

      

 

Level of Education 

 

Diploma & Below 3 10.3 39 37.9 

1st Degree 17 58.6 50 48.5 

2nd degree & Above 

 

Total 

9 

29 

31.0 

100.00 

14 

103 

13.6 

100.00 

 

Years of service 

 

 

1-3 6 20.7 30 29.1 

4-6 11 37.9 29 28.2 

7-10 8 27.6 33 32.0 

>10 4 13.8 11 10.7 

Total 29 100.00 103 100.00 
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4.4.1 Leadership Style Preference (Mean Value) 

This subsection presents the results of the analysis of leadership styles.  Three (3) main types 

of leadership styles were assessed. These were authoritarian leadership style with ten items, 

democratic leadership style with ten items and finally laissez-fair leadership styles with ten 

items. Descriptive statistics were used to assess the level. Table 2.Presents results of 

autocratic leadership style preferred by leaders. The mean and standard deviation (S.D.) of 

items to assess authoritarian leadership styles were calculated. The scale used in the 

statements was 1- never, 2- seldom, 3- occasionally, 4- often, and 5- always.  

Table 2: Autocratic Leadership Style Preference of Leaders (Mean Value) 

Items N Min. Max. Mean SD 

Retain final  decision-making 29 4.00 5.00 4.51 .508 

Not considering suggestions  29 4.00 5.00 4.55 .506 

Telling what and how to do tasks 29 4.00 5.00 4.34 .484 

Zero tolerance for mistakes   29 4.00 5.00 4.55 .506 

New employees can‘t decide 29 4.00 5.00 4.51 .509 

Establish new procedure for wrongs  29 4.00 5.00 4.52 .508 

Close monitoring of employees  29 4.00 5.00 4.55 .506 

leadership power over subordinates  29 4.00 5.00 4.41 .501 

Directed Employees with punishment  29 4.00 5.00 4.45 .506 

Employees security seeking 29 1.00 5.00 3.69 1.17 

Authoritarian leadership overall 29 3.90 4.70 4.41 .184 

Valid N (list wise) 29     

 

As per response from supervisor‘s respondent in Table 2 show zero tolerance for mistakes, 

not considering suggestions, and close monitoring of employees had the highest mean of 4.55 

and standard deviation of 0.506, followed by when something goes wrong, leaders tell 

employees that a procedure is not working correctly and establish a new one at a mean of 

4.52 and standard deviation of 0.508.Employees must be directed or threatened with 

punishment in order to get them to achieve the organizational objectives and retain final 

decision-making had a mean of 4.45and 3.90 with standard deviation of 0.506 and 0.508 

respectively. As per response from leaders in Dessie city public offices, overall the 

authoritarian leadership style scored a mean of 4.41 and S.D. of 0.184. 
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Table 3.Autocratic Leadership Style Preference of Employees (Mean Value) 

Items N Min. Max. Mean SD 

Retain final  decision-making 103 1.00 5.00 3.90 1.16 

Not considering suggestions  103 1.00 5.00 3.98 1.17 

Telling what and how to do tasks 103 1.00 5.00 3.92 1.10 

Zero tolerance for mistakes   103 1.00 5.00 4.09 1.08 

New employees can‘t decide 103 1.00 5.00 3.90 1.19 

Establish new procedure for wrongs  103 1.00 5.00 4.06 1.14 

Close monitoring of employees  103 1.00 5.00 4.01 1.10 

leadership power over subordinates  103 1.00 5.00 3.94 1.21 

Directed Employees with punishment  103 1.00 5.00 4.01 1.17 

Employees security seeking 103 1.00 5.00 3.51 1.46 

Authoritarian leadership overall 103 2.30 4.90 3.93 .743 

Valid N (list wise) 103     

 

As per response from employee respondents in Table 3 shows that zero tolerance for mistakes 

had the mean of 3.92 and standard deviation of 1.16, and when something goes wrong, 

leaders tell employees that a procedure is not working correctly and establish a new one at a 

mean of 3.90 and standard deviation of 1.92.Employees must be directed or threatened with 

punishment in order to get them to achieve the organizational objectives and not considering 

suggestions from employees had a mean of 4.01 and standard deviation of 1.10 and 1.17 

respectively. As per employee‘s respondent in Dessie city public organizations, overall the 

authoritarian leadership style scored a mean of 3.93 and S.D. of 0.743. 
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Table 4: Democratic Leadership Style Preference of Leaders (Mean Value) 

Items N Min. Max. Mean SD 

Including employees in decisions 29 4.00 5.00 4.48 .508 

Asking for ideas and input  29 4.00 5.00 4.55 .506 

Asking  advice when things go wrong  29 4.00 5.00 4.34 .483 

Create environment for decisions  29 4.00 5.00 4.57 .501 

Asking employees for their vision  29 4.00 5.00 4.55 .506 

Allowing employees to set priorities  29 4.00 5.00 4.48 .508 

Working to resolve the differences 29 4.00 5.00 4.55 .506 

Using leadership power to help  29 4.00 5.00 4.45 .506 

Employees exercise self-direction  29 4.00 5.00 4.48 .508 

Employees know how to use creativity  29 4.00 5.00 4.55 .506 

Democratic leadership Overall 29 4.20 4.80 4.50 .167 

Valid N (list wise) 29     

 

As per response from supervisor‘s respondent in Table 4 presents the mean and standard 

deviation from respondents‘ assessment of whether their immediate supervisors practiced 

participative (democratic) leadership style. Leaders want to create an environment where the 

employees take ownership of the project and allow them to participate in the decision making 

process had the highest mean of 4.57 and standard deviation of 0. 501, while allowing 

employees to exercise self-direction if they are committed to the objectives and allowing 

employees so as to exercise to set priorities under supervisors‘ guidance had a mean of 4.48 

and standard deviation of 0.508. 

Moreover, asking for employee ideas and input into upcoming plans and projects and leaders 

are working with them to resolve the differences when there are differences in role 

expectations of employees had a mean value of 4.55 and standard deviation of 0.506. As per 

leaders‘ preference, overall the results show that participative (democratic) leadership style 

with an overall mean score of 4.50 and standard deviation of 0.167 is also revealed that 

leaders in government organizations of Dessie city exercise such leadership style in their day 

to day activities and relations with their employees. 

 

 



35 
 

Table 5: Democratic Leadership Style Preference of Employees (Mean Value) 

Items N Min. Max. Mean SD 

Including employees in decisions 103 1.00 5.00 4.04 1.07 

Asking for ideas and input  103 1.00 5.00 4.05 1.12 

Asking  advice when things go wrong  103 1.00 5.00 3.95 1.12 

Create environment for decisions  103 1.00 5.00 4.11 1.05 

Asking employees for their vision  103 1.00 5.00 4.03 1.07 

Allowing employees to set priorities  103 1.00 5.00 4.09 1.09 

Working to resolve the differences 103 1.00 5.00 4.04 1.08 

Using leadership power to help  103 1.00 5.00 4.04 1.14 

Employees exercise self-direction  103 1.00 5.00 4.09 1.11 

Employees know how to use creativity  103 1.00 5.00 3.93 1.19 

Democratic  leadership Overall 103 1.60 4.90 4.04 .782 

Valid N (list wise) 103     

 

As per response from employee‘s respondent in Table 5 presents the mean and standard 

deviation from respondents‘ assessment of whether their leaders practiced participative 

(democratic) leadership style. Leaders want to create an environment where the employees 

take ownership of the project and allow them to participate in the decision making process 

had the highest mean of 4.11and standard deviation of 1.05, while allowing employees to 

exercise self-direction if they are committed to the objectives and allowing employees so as 

to exercise to set priorities under supervisors‘ guidance had a mean of 4.09 and standard 

deviation of 1.11 and 1.09 respectively. 

Moreover, asking for employee ideas and input into upcoming plans and projects and leaders 

are working with them to resolve the differences when there are differences in role 

expectations of employees had a mean value of 4.05 and 4.04 with a standard deviation of 

1.12 and 1.08 respectively. As per employees‘ view, overall the results show that 

participative (democratic) leadership style with an overall mean score of 4.04 and standard 

deviation of 0.782 is also revealed that leaders in public organizations of Dessie city exercise 

such leadership style in their day to day activities and relations with their employees. 
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Table 6: Laissez-fair Leadership Style Preference of Leaders (Mean Value) 

Items N Min. Max. Mean SD 

Employees always vote  29 4.00 5.00 4.38 .493 

Each individual approval for decision  29 4.00 5.00 4.41 .501 

Sharing information for employees 29 4.00 5.00 4.62 .493 

Employees can determine what to do 29 1.00 5.00 3.17 1.51 

Workers know more about their jobs  29 4.00 5.00 4.45 .506 

Delegate tasks  29 4.00 5.00 4.28 .454 

Employee‘s responsibility in defining job 29 4.00 5.00 4.45 .506 

Sharing leadership power with subordinates 29 4.00 5.00 4.55 .506 

Employees determine organizational objectives 29 4.00 5.00 4.34 .483 

Employees can lead themselves  29 4.00 5.00 4.55 .506 

Laissez-fair leadership Overall 29 3.90 4.70 4.32 .187 

Valid N (list wise) 29     
 

As per response from supervisors‘ respondent in Table 6 presents the mean and standard 

deviation of the results from respondents‘ assessment of laissez-fair leadership style. This 

was assessed by ten items. The statement that ‗sharing information for subordinates‘ had the 

highest mean of 4.62 and standard deviation of 0.493.Moreover, the item of permitting 

employees to lead themselves and sharing leadership power with subordinates had a mean of 

4.55 with a standard deviation of 0.506.  

Besides, the statement with the lowest mean of 3.17 and standard deviation of 1.51 was‘ each 

individual in the organization can determine what to do‘. Overall laissez-fair leadership upon 

assessing the ten statements had a mean score of 4.32 and a standard deviation of 0.187. This 

mean is above the midpoint and indicates that respondents agreed that their leaders use 

laissez-fair leadership style.  
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Table 7: Laissez-fair Leadership Style Preference of Employees (Mean Value) 

Items N Min. Max. Mean SD 

Employees always vote  103 1.00 5.00 4.08 1.21 

Each individual approval for decision  103 1.00 5.00 4.00 1.08 

Sharing information for employees 103 1.00 5.00 4.07 1.01 

Employees can determine what to do 103 1.00 5.00 3.24 1.36 

Workers know more about their jobs  103 1.00 5.00 4.16 1.09 

Delegate tasks  103 1.00 5.00 4.04 1.19 

Employee‘s responsibility in defining job 103 1.00 5.00 3.92 1.29 

Sharing leadership power with subordinates 103 1.00 5.00 4.14 1.00 

Employees determine organizational objectives 103 1.00 5.00 4.11 .999 

Employees can lead themselves  103 1.00 5.00 4.08 .991 

Laissez-fair leadership Overall 103 2.20 4.70 3.99 .675 

Valid N (list wise) 103     

 

As per response from employees‘ respondent in Table 7 presents the mean and standard 

deviation of the results from respondents‘ assessment of laissez-fair leadership style. This 

was assessed by ten items. The statement that ‗subordinates know more about their jobs‘ had 

the highest mean of 4.16 and standard deviation of 1.09 followed by the question of ‗Sharing 

leadership power with subordinates‘ which had a mean of 4.14 with a standard deviation of 

1.00.  

Besides, the statement with the lowest mean of 3.24 and standard deviation of 1.36 was‘ each 

individual in the organization can determine what to do‘. Based on their view from 

employees, overall laissez-fair leadership upon assessing the ten statements had a mean score 

of 3.99 and a standard deviation of 0.675.  
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Table 8: Summery of leadership style preferred by employees and leaders 

Employees Vs. Leaders Authoritarian  Democratic  Laissez-fair  

Leaders Preference    

Mean 4.41 4.50 4.32 

SD .184 .167 .187 

N 29 29 29 

Employees Preference    

Mean 3.93 4.04 3.99 

SD .743 .782 .675 

N 103 103 103 

 

Therefore, from the results of the analysis of mean rank of leadership styles exercised by 

leaders in public organizations of Dessie, it can be concluded that democratic leadership style 

is the most exhibited leadership style by leaders at public organizations of Dessie followed by 

the authoritarian leadership style for respondents from leaders while as per response from 

employees‘ prefer laissez-fair leadership style secondly. Hereunder, the researcher tried to 

depicts the mean score of the three types of leadership in graph: 

Figure 1:The mean score of the three types of leadership 
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4.4.2 Analysis of Leadership Style (LBDQ Standard) 

In addition to the above evaluation of leadership style preference of workers in Dessie public 

organizations by its mean value, when the respondents‘ leadership style preference is 

evaluated based on the standard reflected on LSQ: 

 ES: Employee Score 

 LS: Leader Score 

No. ES LS No.  ES LS No. ES LS 

1 3.90 4.51 2 4.04 4.48 3  4.08 4.38 

4 3.98 4.55 5 4.05 4.55 6 4.00 4.41 

7 3.92 4.34 8 3.95 4.34 9 4.07 4.62 

10 4.09 4.55 11 4.11 4.57 12 3.24 3.17 

13 3.90 4.51 14 4.03 4.55 15 4.16 4.45 

16 4.06 4.52 17 4.09 4.48 18 4.04 4.28 

19 4.01 4.55 20 4.04 4.55 21 3.92 4.45 

22 3.94 4.41 23 4.04 4.45 24 4.14 4.55 

25 4.01 4.45 26 4.09 4.48 27 4.11 4.34 

28 3.51 3.69 29 3.93 4.55 30 4.08 4.55 

Total 39.32 44.08 Total 40.37   45.0 Total 39.84    43.2 

 

As it is indicated in the literature review part of the study, the LBDQ is help to assess what 

leadership style one is normally operate out of. And based on the LBDQ, the lowest score 

possible for a stage is 10 (never) while the highest score possible for a stage is 50 (always). 

But as one can heed from the above table, any of the three leadership styles assessed in this 

study is not scored the lowest score possible for a stage which is 10 and the highest possible 

score for a stage which is 50. 

However, LBDQ reveals that the highest of the three scores indicates what style of leadership 

a leader normally uses. If the highest score is 40 or more, it is a strong indicator of leaders‘ 

normal style. Hence, as it is revealed in the table, though authoritarian or autocratic style and 

laissez-fair style is not scored 40 or more; participative (democratic) style of leadership is 

scored 40.37 and 45.0 as per the response from workers and immediate supervisors 

respectively in Dessie public organizations. 
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Besides, the LBDQ specifies the lowest of the three scores is an indicator of the style a 

leaders‘ least use. If a leader‘s lowest score is 20 or less, it is a strong indicator that he/she 

normally does not operate out of this mode. The response from respondents showed in the 

table above, the lowest score is 39.32 which is scored by items stipulated for authoritarian or 

autocratic style by employees and 39.84 which is scored by items stipulated for laissez-fair 

style by employees. But lowest score is not 20 or less, the researcher is not in position so as 

to reveal a finding which states leaders in Dessie Hottie sub city government organization is 

not operate out of authoritarian or autocratic and laissez-fair style of leadership. 

Furthermore, as per LBDQ standard, if two of the scores are close to the same, a leader might 

be going through a transition phase, either personally or at work, or a leader may simply 

move between styles easily depending on circumstances and mood. And, if leaders score high 

in both the participative and the laissez-fair then he/she is probably a laissez-fair leader. But 

the result scored by all of the three leadership style in this paper indicates not only on laissez-

fair style and participative (democratic) style of leadership but also in authoritarian or 

autocratic style of leadership the scores became close to the same. Hence, as yet the 

researcher is not in position to conclude leaders‘ in Dessie public organizations probably 

exhibit a laissez-fair leadership style. 

More importantly, LBDQ standard also indicates, if there is only a small difference between 

the three scores, then this indicates that leaders have no clear view of the mode they operate 

out of, or they move easily between modes or they are a new leader and are trying to feel out 

the correct style for you. The result from respondents in this paper reveals that for both 

respondents there is only a small difference between the three scores i.e. 44.08, 45.0, 43.2and 

39.32, 40.37, 39.84for democratic style of leadership, laissez-fair style and autocratic style of 

leadership style respectively. Hence, cognizant to the above scores for the three types of 

leadership styles showed in the table, one can conclude that leaders or supervisors in Dessie 

public organizations have no clear view of the mode they operate out of, or they move easily 

between modes or they are a new leader and are trying to feel out the correct style that 

describes them. 

Comparing the 29 respondents of leaders to the 103 respondents from employees, leads to the 

other research question which was to determine differences (if any) in leadership style 

preference between those leaders and employees. The data showed clear differences in mean 

scores and standard deviations between the two groups. The leader respondents had a 
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noticeably higher mean subscale score (44.08) relating to being an autocratic leader than 

those employee respondents (39.32). However, the mean subscale scores of those leader 

respondents compared to those employee respondents were virtually above 40 when looking 

at a democratic or participative leadership profile (45.0 for those leader respondents, 40.37 

for those employee respondents). 

Hereunder, the researcher tried to depicts the total score of the three types of leadership in 

graph: 

 

Figure 2: Total score of three types of leadership style preference 
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4.4.3 Association of Leadership Style Preference with demographic Variables 

Table 9.Inter correlation among leaders leadership style with predictor variable 

  1 2 3 4 5 6 7 

1.Gender 1             

2.Age .098 1           

3.Experience .054 .103 1         

4.Education .150 -.004 .169 1       

5.Autocratic .033 -.022 .011 -.292** 1     

6.Democratic .013 -.036 -.026 .153** .626 1   

7.Laissez-fair .063 .007 -.040 -.194** .636 .728 1 

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

*. Correlation is significant at the 0.05 level (2-tailed). 

As can be illustrated in the above table, there is statistically a significant strong positive 

relationship between democratic leadership style and respondent education level. 

Furthermore, there is statistically a significant strong negative relationship between autocratic 

leadership style and respondent education level. The table also shows that, there is 

statistically a significant strong negative relationship between laissez-fair and respondent 

education level. But predictor variables (age, gender and work experience did not show that 

much significant relationship as they were expected.  In general, the pattern of correlations 

among predictor and outcome variables confirm the presumed idea of significant relationship 

for most the predictor and outcome variables under consideration. Once the bivariate 

correlation analysis among the predictor and outcome variables is examined, the next task 

will be seeing the difference of each predictor variable on the leadership style (outcome) 

variables. Therefore, independent-sample t-test and one way ANOVA analysis was 

conducted for the leadership style, take simultaneously as outcome variables, with 

respondents sex, educational level and work experience as independent variables. 
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Table 10: Independent-samples t-test result comparing sex mean among leadership style 

of leaders. 

Dimensions Sex Mean SD T Sig. 

Autocratic Female 2.54 0.26 -2.965 79 .004 

Male  2.716 0.265   

Democratic  Female 2.78 0.29 -1.384 162 .168 

Male 2.84 0.25   

Laissez-fair Female 2.68  0.37 -.171 47 .865 

Male 2.66  0.27   

With the exception of gender, autocratic are statistically significant mean difference between 

sex (M=2.54, SD=0.26) and (M=2.71, SD=0.265); t (-2.96) = 0.004, p<0.01. The finding 

indicated that Male are significantly more likely than Female tendency to autocratic 

leadership style. Further, there is also a mean diffidence between democratic (M= 2.68, SD= 

0.37) and (M=2.66, SD= 0.27); t (-.17) = .865, p >0.05. Male more experience democratic 

tendency than Female respondents. Regarding to laissez-fair, the result above indicates that 

there was a little mean difference between male and female respondents. 
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Summary of One Way ANOVA on leadership style Scores among age group  

Table 11: Mean Comparison among leadership Styles on respondents age group  

  SS Df M S F Sig. 

Autocratic Between 

Groups 

106.365 4 35.455 1.888 .157 

Within Groups 469.429 25 18.777     

Total 575.793 29       

Democratic Between 

Groups 

1.162 4 .387 .124 .945 

Within Groups 77.804 25 3.112     

Total 78.966 29       

Laissez-fair Between 

Groups 

8.622 4 2.874 .281 .839 

Within Groups 256.137 25 10.245     

Total 264.759 29       

Notes: SS= sum of squares; df= degrees of freedom; MS= mean of squares. * p<0.01  

Result of one way ANOVA shows that there was not statistically a significant mean 

difference among respondent age on leadership style (autocratic at the [F (1.88) = .157, p>0 

.01)], democratic at the [F (.124) = .945, p>0.01], laissez-fair [F (.281) =.839, p>0.01)]). In 

other words, respondents coming from different age group show the same tendency of 

leadership style in Dessie town. 
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Table 12: A one-way ANOVA Summary of the leadership Style and respondents work 

Experience    

 

  SS Df MS F Sig. 

Autocratic Between 

Groups 

44.480 3 14.827 .698 .562 

Within 

Groups 

531.313 25 21.253     

Total 575.793 28       

Participatory Between 

Groups 

11.119 4 3.706 1.366 .276 

Within 

Groups 

67.846 25 2.714     

Total 78.966 29       

Laissez-fair Between 

Groups 

59.279 4 19.760 2.404 .091 

Within 

Groups 

205.479 25 8.219     

Total 264.759 29       

Notes: SS= sum of squares; df= degrees of freedom; MS= mean of squares. * p<0.01  

Table above reveals that there was statistically no significant difference (F=.698, p>562) 

among respondents work experience in autocratic leadership styles.  

Similarly, there was statistically no a significant difference (F=1.36, P>.001) among 

respondents work experience in democratic leadership styles.  

Moreover, work experience and laissez-fair leadership style (F=2.40, P> .001) was statistically 

no a significant difference. 
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Table 13: A one-way ANOVA Summary of the education level of leaders and leadership 

style preference 

  SS Df MS F Sig. 

Autocratic Between 

Groups 

30.476 3 15.238 .727 .493 

Within 

Groups 

545.317 26 20.974     

Total 575.793 29       

Participative Between 

Groups 

.066 3 .033 .011 .989 

Within 

Groups 

78.900 26 3.035     

Total 78.966 29       

Laissez-fair Between 

Groups 

8.054 3 4.027 .408 .669 

Within 

Groups 

256.704 26 9.873     

Total 264.759 29       

Notes: SS= sum of squares; df= degrees of freedom; MS= mean of squares. * p<0.01  

The results of Table depicted that there was no statistically significant mean difference 

among education level of leaders and leadership style preference. 
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Chapter Five 

Discussion 

This part discusses the findings of the previous chapter and draws on the theoretical 

frameworks and related literatures used in the study, which were reviewed in chapter 2, as 

well as the objectives of the study to enable the researcher draw conclusions and make 

recommendations for concerning bodies and further studies. The researcher discusses the 

findings in line with previous research findings and theories. The discussion is based on the 

basic research questions of this study. 

5.1 Leadership style preference 

The result from respondents in this paper reveals that there is the analysis of mean rank of 

leadership styles exercised by leaders in public organizations of Dessie, it can be concluded 

that participative or democratic leadership style is the most exhibited leadership style by 

leaders at public organizations of Dessie followed by the authoritarian leadership style for 

respondents from leaders while as per response from employees‘ also prefer democratic 

leadership style. 

The other result from respondents in this paper reveals that for both respondents there is only 

a small difference between the three scores i.e. 44.08, 45.0, 43.2and 39.32, 40.37, 39.84 for 

democratic style of leadership, laissez-fair style and autocratic style of leadership style 

respectively. Hence, cognizant to the above scores for the three types of leadership styles 

showed in the table, one can conclude that leaders or supervisors have no clear view of the 

mode they operate out of, or they move easily between modes or they are a new leader and 

are trying to feel out the correct style that describes them. 

Comparing the 29 respondents of leaders to the 103 respondents from employees, leads to the 

other research question which was to determine differences (if any) in leadership style 

preference between those leaders and employees. The data showed clear differences in mean 

scores and standard deviations between the two groups. The leader respondents had a 

noticeably higher mean subscale score (44.08) relating to being an autocratic leader than 

those employee respondents (39.32). However, the mean subscale scores of those leader 

respondents compared to those employee respondents were virtually above 40 when looking 

at a democratic or participative leadership profile (45.0 for those leader respondents, 40.37 

for those employee respondents). 
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Moreover, if the highest score is 40 or more, it is a strong indicator of leaders‘ normal style. 

Hence, as it is revealed in the table, though authoritarian or autocratic style and laissez-fair 

style is not scored 40 or more; democratic style of leadership is scored 40.37 and 45.0 as per 

the response from workers and leaders respectively So, both respondents prefer democratic 

leadership style in the organizations. 

In general it is possible to say that it is compatible with previous findings. For example, Sub-

Saharan African countries, including Ethiopia, feel that humane-oriented leadership is 

indicative of good leadership when compared with other country clusters (Chhokar, Brodbeck 

&House, and 2007:1021). Human-oriented leadership expresses kindness and considers 

relationships individually. It also shows a strong concern for the followers in a holistic way. 

It is important to mention here that generosity and compassion are the characteristics of 

human-orientated leadership that contribute to a leader‘s effectiveness. The value attached to 

a humane orientation is apparently the biggest difference between the Western and the 

Ethiopian leadership styles. However, it also became apparent in this study that the people 

orientation reflected (transformational leadership)cannot be denied.  

Ethiopians regard charismatic/value based, team-oriented and participative leadership as 

characteristics of good leadership during the time of war to defend the country from foreign 

aggressors.  

5.2. Predictor variables and Outcome variables 

The results of correlation indicate that there is statistically a significant strong positive 

relationship between democratic leadership style and respondent education level. 

Furthermore, there is statistically a significant strong negative relationship between autocratic 

leadership style and respondent education. The table also shows that, there is statistically a 

significant strong negative relationship between laissez-fair and respondent education level. 

But predictor variables (age, gender and work experience did not show that much significant 

relationship as they were expected.  In general, the pattern of correlations among predictor 

and outcome variables confirm the presumed idea of significant relationship for most the 

predictor and outcome variables under consideration.  

Yousef (1998) also suggested that education level, managerial level and age of the manager 

are significantly related with the leadership style preference. He indicated that highly 

educated and middle management managers are open minded and willing to involve 

subordinates in the decision making process and therefore employ participative decision 
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making style. He further found out that organizational culture has important influence in the 

process of decision making style. Moreover, he indicated that technology is one of the 

variables that affect the leader‘s decision making style. Organizations which use high level of 

technology employ participative decision making style. Contrary other research findings, 

Yousef indicated that a decision maker‘s cultural background has no effect on decision 

making styles played. Not only education, but even the work-experience of the leader should 

undoubtedly affect the leadership behavior for this factor too, either directly or indirectly 

educates an individual to certain degree. The aim of this study is to investigate the influence 

of these two factors on the leadership behavior of an employee – specifically on the workers. 

On the other hand, Essner and Strother (1962) and Gopula and Hafeez (1964) investigated 

other variables that influence decision styles. They found out that decision behavior to be 

related to educational levels. Highly educated leaders are more democratic. They invite group 

members to be involved in the decision making process. The decision is passed if the 

majority reaches in consensuses. Blankenship and Milies (1968) and Yukl (2002) also found 

out that decision behavior to be related managerial levels. They stated that lower level leaders 

decide on issues alone. Followers under leaders in lower position are directed how to 

accomplish tasks. On the contrary, leaders in the middle level give high value to impute of 

their followers. Subordinates are participants of the decision and contribute their experience. 

5.3. Gender and leadership style 

With the exception of gender, autocratic are statistically significant mean difference between 

sex. The finding indicated that Male are significantly more likely than Female tendency to 

autocratic leadership style. Further, there is also a mean diffidence between participatory (M= 

2.68, SD= 0.37) and (M=2.66, SD= 0.27); t (-.17) = .865, p >0.05. Male more experience 

participatory tendency than Female respondents. Regarding to laissez-fair, the result above 

indicates that there was a little mean difference between male and female respondents. 

In general it is possible to say that it is compatible with previous findings. Gender and 

leadership- Eagly and Johnson (1990) they found significant gender differences in the 

reported use of democratic or participatory styles of leadership. Men were more likely than 

women to use autocratic, or direct, controlling styles. Although women were found to have a 

more interpersonal style in experimental and assessment studies, they did not differ from men 

in formal organizational settings (Eagly & Johnson, 1990). This finding contrasts with 

gender-stereotypic expectations that women embrace more interpersonal leadership styles, 
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whereas men are more task-oriented (Eagly & Karau, 1991). However, women emerged 

slightly more often than men in the role of a ―social leader‖ or facilitator, who contributes to 

morale and good interpersonal relations. Men‘s leadership tended to emerge in the more task-

oriented aspects of interaction. Thus, men often are viewed as better leaders, and women 

often adopt masculine behaviors to fit into male-dominated hierarchical structures and 

systems (Acker, 1989; Gutek, 1985). An additional complication is that women are expected 

simultaneously to behave like leaders (authoritative, confident) and to be feminine (friendly, 

kind, considerate toward others). 

Further, Boatwright and Linda (2000) identify the influence of sex in leadership preference. 

Not only education, but even the work-experience of the leader should undoubtedly affect the 

leadership behavior. But inconsistent with this study because experience not influence on 

decision making style. 

It was found out those demographic variables such as gender and education level influence 

the preference of leadership style. And practiced participative (democratic) leadership style. 

Leaders want to create an environment where the employees take ownership of the project 

and allow them to participate in the decision making process, while allowing employees to 

exercise self-direction if they are committed to the objectives and allowing employees so as 

to exercise to set priorities under supervisors guidance had respectively.  

Moreover, asking for employee ideas and input into upcoming plans and projects and leaders 

are working with them to resolve the differences when there are differences in role 

expectations of employees. Overall the results show that democratic leadership style revealed 

that leaders in government organizations‘ of Hottie sub city exercise such leadership style in 

their day to day activities and relations with their employees. 
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Chapter Six 

Summary, Conclusions and Recommendations 

In this final chapter, summary, conclusions, and recommendations of the study are presented.  

The research questions and respective findings of the study were considered in identifying 

major points of the summary, conclusions, and recommendations. 

6.1 Summary 

The general objective of this study was to assess leadership style preference of leaders and 

employees and associated factors in government organization at Dessie town. The 

quantitative method was employed to achieve the stated research objectives. Demographic 

questionnaires and leadership style preference scale were administered and completed by 

leaders and employees. 

To analyze the data from the quantitative method mean, SD, t-test, ANOVA, and Pearson 

correlation were employed.  The following are the major findings from the analysis of the 

quantitative data. The analysis was then presented making relevant citations in line with 

previous studies conducted in related issues. 

Majority of the respondents were found in the age category of 21 to 35 and 36-50 which 

accounts for 57.7% and 26.9% of the total respondent for each respectively. The smallest 

number of respondents was in the age group 51-65 and below 20 years which was 7.7% and 

7.7% of the total respondents respectively. 

 Overall the results show that participative (democratic) leadership style preferred by leaders 

and employees perspective with an overall mean score of 4.50 and 4.04 is also revealed that 

in Hottie sub city public organizations‘ of Dessie city exercise such leadership style in their 

day to day activities and relations with their employees. 

With regard to relationship of the variables the result indicates that there is statistically a 

significant strong positive relationship between democratic leadership style and demographic 

variables. 
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6.2  Conclusions 

Based on the major findings of the study, the following conclusions are drawn: The major 

objective of this study was to find out leadership style preference of leaders and employees 

and associated factors among leaders in government organization. To realize this objective, 

variables such as gender, age, education level, work experience of leaders were considered. 

Accordingly, the result indicated that democratic leadership style preferred by leaders and 

employees perspective in the organizations and also the other result is gender and education 

level of the leaders influence their preference of leadership style. On the other hand, age and 

work experience of leaders did not influence the preference of leaders in the study area. 

The findings of this study also help to expand our knowledge of the many factors 

contributing to the overall leadership style. It, specifically, makes a theoretical and practical 

contribution into understanding the role of demographics and in influencing preference and 

practice. Demographic variables such as gender and educational status were found to be 

significant variables in determining either of the dimensions of preference.  

6.3 Recommendations 

Based on the major findings of the study, the following recommendations are forwarded: 

 In the process of recruiting leaders, the sex and education level of the leaders should 

be taken into account. 

 To bring about the desired goal of the organizations, leaders should consider different 

conditions regardless of their personal background in employing any one of the 

leadership style. This is because, different situations demand different kinds of 

leadership styles. To be effective leaders requires that a person adapt his or her style 

to the demands of different situation. In every activity that may help the achievement 

of organizational goals, leaders are expected to employ the leadership style 

appropriate for the particular situation. To inculcate this idea in the leaders and 

employees collaborative efforts of working around leadership is essential. These 

organizations should disseminate information to leaders and employees that the three 

types of leadership style and this type is equally important based on the environmental 

condition. Therefore, sensitizing leaders about the importance of the three types of 

leadership style they could play in achieving the set goal is essentially consequential. 

 Finally, to get broader and more sounding results on leadership preference and 

associated factors in preference, further studies on this issue need to be done in 
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different sub city zones and regions. Knowing the various factors and preference of 

leadership style through research help concerned bodies to recruit a leader to achieve 

the intended goal and leaders also be aware of employees‘ preference and employing 

different types of leadership style at different situation. 
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Appendixes 

Appendix A 

Addis Ababa University 

College of Education and Behavioral Studies 

School of psychology 

Questionnaire to be filled by leaders 

Purpose of the questionnaire  

This questionnaire aims to gather data on leadership style preference of leaders at different 

public organization at Dessie town to identify the major factors to follow a type of leadership. 

Thus, all that is requiring from you is to describe your behavior as accurately as possible.  

Please, answer all questions as each of them has a bearing on the conclusion to be reached at. 

Though some items appear similar, each item describes a specific kind of behavior; so, 

consider each item as separate description. 

You are not required to write your name. 

Thank you in advance for your kind collaboration. 
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Background information 

Part I: Below are four questions related to personal information. 

Please indicate the mark “” on the appropriate option. In the empty cell please specify your 

thoughts. 

 Questions Chooses 

1. Sex 1. Male      

2. Female   

2. Age  

3. Education level 
1. Primary education     

2. Completed secondary education    

3. Certificate/ diploma    

4. First degree   

5. Second degree and above  

4. How long have you been working in this 

organization? 
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Part II: Please indicate the extent to which you agree to the following statements regarding 

your behavior on the decision making process. Please reply by making (   ) mark in the 

appropriate column using the following rating scale: always, often, occasionally, seldom and 

never 

No. Items Always Often Occasionally seldom Never 

1 I always retain the final decision 

making authority within my 

department or team 

     

2 I always try to include one or more 

employees in determining what to 

do and how to do it. However, I 

maintain the final decision making 

authority. 

     

3 I and my employees always vote 

whenever a major decision has to be 

made. 

     

4 I do not consider suggestions made 

by my employees as I do not have 

the time for them. 

     

5 I ask for employees ideas and input 

on upcoming plans and projects. 

     

6 For a major decision to pass in may 

organization, it must have the 

approval of each individual or the 

majority. 

     

7 I tell my employees what has to be 

done and how to do it. 

     

8 When things go wrong and I need to 

create a strategy to keep a project or 

process running on schedule, I call a 

meeting to get my employees 

advice. 

     

9 To get information out, I send my 

notice and memos, very rarely in a 

meeting called. My employees are 

then expected to act upon the 

information  
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10 When someone makes a mistake, I 

tell him/her not to ever do that again 

and make a note of it. 

     

11 I want to create an environment 

where the employees take ownership 

of the project. I allow them to 

participate in the decision making 

process.  

     

12 I allow may employees to determine 

what needs to be done and to do it. 

     

13 New employees are not allowed to 

make any decisions unless it is 

approved by me first. 

     

14 I ask employees for their vision of 

where they see jobs going and then 

use their vision where appropriate. 

     

15 My workers know more about their 

jobs than me. I allow them to carry 

out decisions to do their job. 

     

16 When something wrong, I tell 

employees that a procedure is not 

working correctly and I establish a 

new one.  

     

17 I allow my employees to set 

priorities with may guidance. 

     

18 I delegate tasks in order to 

implement a new procedure or 

process. 

     

19 I closely monitor my employees to 

ensure they are performing 

correctly. 

     

20 When there are differences in role 

expectations, I work with them to 

resolve the differences. 

     

21 Each individual is responsible for 

defining their job. 

     

22 I like the power that my leadership 

position holds over subordinates. 

     

23 I like to use my leadership power to 

help subordinates grow 

     

24 I like to share my leadership power 

with my subordinates. 
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25 Employees must be directed or 

threaten with punishment in order to 

get them to achieve the 

organizational objectives. 

     

26 Employees will exercise self-

direction if they are committed to 

the objectives. 

     

27 Employees have the right to 

determine their own organizational 

objectives. 

     

28 Employees seek mainly security.      

29 Employees know how to use 

creativity and ingenuity to solve 

organizational problem. 

     

30 My employees can lead themselves 

just as well as I can. 

     

 

Thank you 
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Addis Ababa University 

College of Education and Behavioral Studies 

School of psychology 

Questionnaire to be filled by Subordinates 

The purpose of this questionnaire is to collect data that will be used for fulfillment of master 

degree thesis. Thus we kindly request you to give us only the correct information. In the 

question below please indicate options that you would like to see implemented by your leader 

or option that resemble you preference of leadership style. 

You do not need to write your name. 

Thank you in advance for your kind collaboration. 
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Background information 

Part one: Below are four questions related to personal information. 

Please indicate the mark“” on the appropriate option. In the empty cell please specify your 

thoughts. 

 Questions Choices 

1. Sex 1. Male      

2. Female   

2. Age  

3. Education level 
1. Primary education     

2. Completed secondary education    

3. Certificate/ diploma    

4. First degree   

5. Second degree and above  

4. How long have you been working 

in this organization? 

 

 

Part two: This questionnaire is regarding workers preference and outlook on employees 

leadership styles. Even if some questions might seem redundant please be caution not to skip 

any question assuming it is repetition. Please indicate by showing the mark ―‖ on the option 

that you choose. 
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5. I highly prefer 4. I prefer 3. I am indifferent, 2. I don‘t prefer 1. I don‘t prefer at all. 

 

No. 

Items I highly 

prefer 

I prefer I am 

indifferent 

I don‘t 

prefer 

I don‘t 

prefer at 

all. 

 

1 The leader should pass the last 

decision by consulting with staffs. 

     

2 The leader should pass the last 

decision on what should/ could be 

done after consulting one or two 

staffs. 

     

3 Decision should be passed based on 

the majority vote. 

     

4 Staffs view on work related matters 

is not considered chance is not given 

for their opinions. 

     

5 Using staff thoughts and ideas as an 

input during planning and upcoming 

projects. 

     

6 Making main decisions in the 

organization to be shared/ accepted 

by the majority of the workers. 

     

7 

 

Clearly depicting what and how 

work should be done for the staffs.  

     

8 

 

Calling for meeting and hearing 

staffs view on the matter whenever 

things go wrong and not as planned. 

     

9 

 

Passing messages and notifications 

through meeting. 

     

10 

 

Informing a staff not to repeat that 

same mistake again whenever things 

are done wrongly. 

     

11 

 

 

Creating the sense of ownership 

among staff though engaging them in 

decision making. 

     

12 

 

Letting staffs decide what needs to 

be done and how. 

     

13 

 

 

Not creating a new way of doing 

things to achieve the intended goals 

as long as the leader does not allow 

it/ confirm it. 

     

14 

 

Identifying workers aspiration and 

actualizing it if it is believed to be 

appropriate and right. 

     

15 

 

Since workers know better about the 

work they do than their leader, 

letting them decide on related 

matters. 
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16 

 

 

Whenever mistakes happen, 

evaluating the work flow and 

implement a favorable work 

condition accordingly. 

     

17 

 

If workers could give priority to the 

leaders guidance. 

     

18 Dividing up tasks among the workers 

so that they would apply new 

strategies. 

     

19 If close follow up could be done to 

assure that workers are effective in 

their work. 

     

20 The leader works closely with the 

subordinates and tries to solve any 

issues whenever there is any 

disparity in view/ outlook. 

     

21 Every staff being responsible to explain 

and understand his/her own task. 

     

22 Following a system that does not 

give priority to the support staff. 

     

23 Making sure the strategy followed by 

leaders is the one that favorable to 

the subordinates. 

     

24 If the management is shared with the 

support staffs as well. 

     

25 

 

Taking punitive measures to fulfill 

the organizations objectives. 

     

26 If responsible and hardworking 

workers are left to manage 

themselves, 

     

27 Giving the chance to the staff to 

decide on the objectives of their 

organization. 
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28 Giving freedom to the staff or to 

inculcate the feeling of freedom 

among the staff.  

     

29 Encouraging the staff to use their 

innovative skills and capacity to 

solve the organizations problem as 

well as supporting them and letting 

them know how they can apply that. 

     

30 Leaders believing that subordinates 

can manage themselves well. 

     

 

Thank you 
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አዱስ አበባ ዩኒቨርሲቲ 

የስነ-ትምህርት እና የስነ-ባህሪ ኮሌጅ 

ሳይኮሎጂ ትምህርት ክፍል 

ይህ መጠይቅ በሀላፊዎች የሚሞላ ነው፡፡ 

የዚህ መጠይቅ ዋና ዓላማ በዯቡብ ወሎ ዞን በዯሴ ከተማ ውስጥ በሚገኙ ሇህዝብ 
አገልግሎት የሚሰጡ የክልለ ህዝባዊ ዴርጅቶች ውስጥ ያለትን የአመራር ስልቶችን 
ሇመሇየት እና ስልቶቹንም ሇመከተል የሚያስገዴደ ሁኔታዎችን ሇማጥናት ነዉ፡፡ 

በመሆኑም ከእርስዎ የሚጠበቀው የእርስዎን የአመራር ባህርይ በመጠይቁ መሰረት 
እንዱገልፁልን ነው፡፡ ሇእያንዲንደ ጥያቄ የሚሰጡት ምላሽ የጥናቱን ጭብጥ ስሇሚወስን 
ሁለንም ጥያቄዎች በአግባቡ በመረዲት ጥንቃቄ ያሇበት እና መልስ ነው የሚለትን 
ከተሰጡት አማራጮች አንደን በመምረጥ ምልክት ያዴርጉ፡፡ ተመሳሳይ የሚመስለ 
ጥያቄዎች ስላለ የተዯጋገሙ መስሎዎት እንዲያልፋቸው እያሳሰብን ሇሚያዯርጉልን ትብብር 
በቅዴሚያ ምስጋና እናቀርባሇን፡፡ ስምዎን መፃፍ አያስፇልግም   

ክፍል አንዴ፡ ከዚህ በታች አራት የግል መረጃን በማስመልከት የቀረቡ ጥያቄዎች አለ፡፡ 

መልሱ የሚሰጠው ከቀረቡት አማራጮች በመረጡት መልስ ላይ የ “” ምልክት 
በማስቀመጥ ያመልክቱ ሇክፍት ቦታው ግን ሃሳብዎን በመፃፍ የሚገሇጽ ይሆናል፡፡ 

 ጥያቄዎች አማራጮች 

1. ፆታ 1. ወንዴ      

2. ሴት      

2. እዴሜዎ  ስንት  ነዉ?  

3. የትምህርት ዯረጃዎ 1.የመጀመሪያ ዯረጃ ትምህርት የጨረሰ   
2. ሁሇተኛ ዯረጃ ትምህርት የጨረሰ 

3. ሰርተፍኬት/ ዱፕሎማ     

4. የመጀመሪያ ዱግሪ   

5. ሁሇተኛ ዱግሪ እና ከዛ በላይ     

4. በዚህ የስራ ዯረጃ ሇስንት አመት ያህል 
አገሇገለ? 
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ክፍል ሁሇት፡ ይህ መጠይቅየሀላፊዎችን ዉሳኔ አሰጣጥ ዘዳ የሚያሳይ ነው፡፡ከዚህ ቀጥሎ 
የእርስዎን የዉሳኔ አሰጣጥ ስርአት የሚመሇከቱ 30 ጥያቄዎች ቀርበዋል፡፡ ሇእነዚህ 
ጥያቄዎች ከቀረቡት የስምምነት ዯረጃዎች ዉስጥ የእኔን ያመሇክታል በሚለት ስር የ “” 
ምልክት በማስቀመጥ ያመልክቱ፡፡ 

1. በፍፁም 2. አንዲንዴ ጊዜ 3.በርከት ያሇ ጊዜ 4.ብዙዉን ጊዜ 5. ሁል ጊዜ የቀረቡ 
አማራጮች ናቸው፡፡ 

 
ተ.
ቁ 

ጥያቄዎች ሁል ጊዜ ብዙዉን
ጊዜ 

በርከት 
ያሇጊዜ 

አንዲንዴ
ጊዜ 

በፍፁም 

1 የመጨረሻ ዉሳኔ የማስቀምጠው 
ከስራ ክፍለ ሰራተኞች ጋር 
በመሆን ነው፡፡ 

     

2 ምን መሰራት እንዲሇበት ከአንዴ 
ወይም ከሁሇት ሰራተኞች ጋር 
እንወስናሇን፡፡ ይሁን እንጂ 
መጨረሻው ውሳኔ የሚፀዴቀው 
በእኔ ነው፡፡ 

     

3 ጉዲዮችን የምወስነው ከሰራተኞች 
ጋር በዴምፅ ብልጫ ነው፡፡ 

     

4 እዴል ሰጥቼ የሰራተኞችን 
አስተያየት ግምት ዉስጥ 
አላስገባም፡፡ 

     

5 በወዯፊት እቅድችና ፕሮጀክቶች 
የሰራተኞችን ሀሳቦች በግብአትነት 
እንዱካተቱ እጋብዛሇሁ፡፡ 

     

6 ዴርጂቱ ውስጥ የአብይ ጉዲዮች 
ዉሳኔ አሰጣጥ የእያንዲንደ 
ባልዯረባ ወይም የአብዛኛውን 
(ተቀባነት) ማግኘት አሇበት፡፡ 

     

7 
 

ሰራተኞች ምን እና እንዳት 
መስራት እንዲሇባቸው 
እነግራቸዋሇሁ፡፡ 

     

8 
 

ስህተት ሲፇጠርና ጉዲዮች 
በተነዯፇላቸው እቅዴ መሰረት 
እዱቀጥለ ስፇልግ የሰራተኞችን 
ምክር ሇማግኘት ስብሰባ 
እጠራሇሁ፡፡ 

     

9 
 

ማሳሰቢዎችን እና መልክቶችን 
በስብሰባ ላይ አስተላልፋሇሁ፡፡ 
 

     

10 
 

አንዴ ሰራተኛ ስህተት ሲፇፅም 
ስህተቱን ፇፅሞ እንዲይዯግም 
እነግረዋሇሁ፡፡ 
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11 
 
 

ሰራተኞችን በውሳኔ ሰጭነት 
በማሳተፍ በጉዲዪች ላይ 
የባሇቤትነት ስሜት መፍጠር 
እፇልጋሇሁ፡፡ 

     

12 
 

ምን እና እንዳት መሰራት 
እንዲሇበት ሰራተኞች እንዱወስኑ 
እፇቅዲሇሁ፡፡ 

     

13 
 
 

እኔ እስካልፇቀዴኩ ዴረስ 
የታሇመዉን ግብ ማምጣት አዱስ 
የአሰራር ዘዳ መጠቀም አይቻሇም፡
፡ 

     

14 
 

ሰራተኞችን የስራ ህልም 
እጠይቃሇሁ አግባብ የሆነና 
ትክክል ነው ብየ ካሰብኩ ስራ ላይ 
እንዱውል አዯርጋሇሁ፡፡ 

     

15 
 

ሰራተኞች ስሇስራቸው ከኔ የበሇጠ 
ስሇሚያውቁ እራሳቸው እንዱወስኑ 
አዯረጋሇሁ፡፡ 

     

16 
 
 

ስህተት ሲፇፀም የስራ ሂዯት 
ትክክል እንዲልነበረ በመግሇፅ 
አዱስ የአሰራር ሂዯት 
አሳያቸዋሇሁ፡፡ 

     

17 
 

ሰራተኞችን ሇእኔ መመሪያዎች 
ቅዴሚያ እንዱሰጡ አዯርጋሇሁ፡፡ 

     

18 አዱስ የአሰራር ሂዯት ተጠቅመው 
እንዱሰሩ ሇሰራተኞች የስራ 
ክፍፍል አዯርጋሇሁ፡፡ 

     

19 ሰራተኞች በትክክል እየሰሩ 
ስሇመሆናቸው የቅርብ ክትትል 
አዯርጋሇሁ፡፡ 

     

20 የስራ ልዩነት አመሇካከት ካሇ 
ሰራተኞች ጋር አብሬ በመስራት 
ችግሩን እቀርፋሇሁ፡፡ 

     

21 እያንዲንደ ሰራተኛ የየራሱን ስራ 
መግሇፅ (የማወቅ) ሀላፊነት 
አሇበት፡፡ 

     

22 ሇዴጋፍ ሰራተኞች ቅዴሚያ 
የማይሰጥ አመራር እከተላሇሁ፡፡ 

     

23 የምከተሇዉ የአመራር ስርአት 
ከስር ላለ ሰራተኞች የሚያጎሇብት 
እንዱሆን እወዲሇሁ፡፡ 

     

24 የአመራር ስራዉን (ሀላፊነቱን) 
ሇዴጋፍ ሰጭ አካላት ማጋራት 
እወዲሇሁ፡፡ 

     

25 
 

የዴርጂቱን አላማ ሇማሳካት 
ሰራተኞችን መምራት ወይም 
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በቅጣት ማስፇራራት ተገቢ ነው፡፡ 

26 አላማን ሇማሳካት የሚተጉ 
ሰራተኞችን ራሳቸውን በራሳቸው 
እንዱመሩ ያዯርጋል፡፡ 

     

27 ሰራተኞች የዴርጅታቸዉን አላማ 
የመወሰን መብት (ስልጣን) 
አላቸው፡፡ 

     

28 ሰራተኞች በዋናነት ነፃነትን ይሻለ፡
፡ 

     

29 ሰራተኞች የዴርጅቱን ችግሮች 
ሇመፍታት የፇጠራ ችሎታቸውን 
እና ጥበባቸውን እንዳት መጠቀም 
እንዲሇባቸው ያውቃለ፡፡ 

     

30 ሰራተኞች ራሳቸዉን በሚገባ 
መምራት ይችላለ፡፡ 

     

 

አመሰግናሇሁ!! 
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አዱስ አበባ ዩኒቨርሲቲ 

የስነ-ትምህርት እና የስነ-ባህሪ ኮሌጅ 

ሳይኮሎጂ ትምህርት ክፍል 

ይህ መጠይቅ በሠራተኞች የሚሞላ ነው፡፡ 

የዚህ መጠይቅ ዋና ዓላማ የማስተርስ ዱግሪ መመረቂያ ጥናት ሇማሟላት የሚውል መረጃ 
ሇማጠናቀር የሚውል ብቻ በመሆኑ አስፇላጊውን እና ትክክሇኛ መረጃ እንዴትሰጡን 
በአክብሮት እጠይቃሇን፡፡ በዚህ መጠይቅ የሚመሇከታቸው ሰራተኞች የእርስዎን ሃሳብ 
የሚገልፀውን ወይም የትኛው የአመራር ዘዳ በአሇቃዎ ቢተገበርልዎ ምርጫዎ እንዯሚሆን 
ከተጠቀሱት አማራጮች በመምረጥ እንዱመልሱልን እንጠይቃሇን፡፡ 

ስምዎን መፃፍ አያስፇልግም 

ክፍልአንዴ ፡ ከዚህ በታች አራት የግል መረጃን በማስመልከት የቀረቡ ጥያቄዎች አለ፡፡ 

መልሱ የሚሰጠው ከቀረቡት አማራጮች በመረጡት መልስ ላይ የ “” ምልክት 
በማስቀመጥ ያመልክቱ ሇክፍት ቦታው ግን ሃሳብዎን በመፃፍ የሚገሇጽ ይሆናል፡፡ 

 ጥያቄዎች አማራጮች 

1. ፆታ? 
1. ወንዴ       

2. ሴት        

2. እዴሜዎ ስንት ነዉ?   

3. እርስዎ በአሁኑ ተቋም ሇስንት ጊዜ 
ሰርተዋል? 

 

4. የእርስዎ የት/ት ዯረጃ? 1.የመጀመሪያ ዯረጃ ትምህርት የጨረሰ      

2. ሁሇተኛ ዯረጃ ትምህርት የጨረሰ      

3. ሰርተፍኬት/ ዱፕሎማ       

4. የመጀመሪያ ዱግሪ        

5.ሁሇተኛ ዱግሪ እና ከዛ በላይ      
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ክፍል ሁሇት፡ ይህ መጠይቅ ሰራተኞች በአመራር ዘዳ ላይ ያላቸው ምርጫ እና እይታ 
የሚያሳይ ነው፡፡ተመሳሳይ የሚመስለ ጥያቄዎች ስላለ የተዯጋገሙ መስሎዎት 
እንዲያልፋቸው እያሳሰብን ምላሽዎን ቀጥሎ ከቀረቡት አማራጮች ዉስጥ በመረጡት ሃሳብ 
ላይ የ “” ምልክት በማስቀመጥ ያመልክቱ፡፡ 

5. በጣም ይመቸኛል 4. ይመቸኛል 3.መወሰን እቸገራሇሁ 2. አይመቸኝም 1.በጣም 
አይመቸኝም የቀረቡ አማራጮች ናቸው፡፡ 

 
ተ.ቁ 

ጥያቄዎች በጣም 
ይመቸኛል 

ይመቸኛል መወሰን 
እቸገራሇሁ 

አይመቸኝም በጣም 
አይመ
ቸኝም 

1 ሀላፊው/ዋ የመጨረሻ ዉሳኔን 
ከስራ ክፍለ ሰራተኞች ጋር 
በመመካከር ማስተላሇፍ፡፡ 

     

2 ምን መሰራት እንዲሇበት ከአንዴ 
ወይም ከሁሇት ሰራተኞች ጋር 
በመመካከር ከተወሰነ በኋላ 
የመጨረሻው ውሳኔ በሀላፊው/ዋ 
ማፀዯቅ፡፡ 

     

3 ጉዲዮችን የሚወስነው/ 
የምትወስነው ከሰራተኞች ጋር 
በዴምፅ ብልጫ መሆኑ፡፡ 

     

4 እዴል ሰጥቶ የሰራተኞችን 
አስተያየት ግምት ዉስጥ 
አሇማስገባት፡፡ 

     

5 በወዯፊት እቅድች እና ፕሮጀክቶች 
የሰራተኞችን ሀሳቦች በግብአትነት 
እንዱካተቱ መጋበዝ፡፡ 

     

6 ዴርጂቱ ውስጥ የአብይ ጉዲዮች 
ዉሳኔ አሰጣጥ የእያንዲንደን 
ባልዯረባ ወይም የአብዛኛውን 
ተቀባይነት እንዱያገኝ ማዴረግ፡፡ 

     

7 
 

ሰራተኞች ምን እና እንዳት 
መስራት እንዲሇባቸው በግልፅ 
የመንገር ሁኔታ፡፡  

     

8 
 

ስህተት ሲፇጠር እና ጉዲዮች 
በተነዯፇላቸው እቅዴ መሰረት 
እዱቀጥለ ሲፇሇግ የሰራተኞችን 
ምክር ሇማግኘት ስብሰባ 
የመጥራት አሰራር መኖር፡፡ 

     

9 
 

ማሳሰቢዎችን እና መልእክቶችን 
በስብሰባ ላይ ማስተላሇፍ፡፡ 

     

10 
 

አንዴ ሰራተኛ ስህተት ሲፇፅም 
ስህተቱን ፇፅሞ እንዲይዯግም 
መናገር፡፡ 
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11 
 
 

ሰራተኞችን በውሳኔ ሰጭነት 
በማሳተፍ በጉዲዪች ላይ 
የባሇቤትነት ስሜት መፍጠር፡ 

     

12 
 

ምን እና እንዳት መሰራት 
እንዲሇበት ሰራተኞች እንዱወስኑ 
መፍቀዴ፡፡ 

     

13 
 
 

ሀላፊ እስካልፇቀዯ/ች ዴረስ 
ሰራተኞች የታሇመዉን ግብ 
ሇማምጣት አዱስ የአሰራር ዘዳ 
የመጠቀም ሁኔታ አሇመኖር፡፡ 

     

14 
 

ሀላፊው/ዋ የሰራተኞችን የስራ 
ህልም መጠየቅ አግባብ የሆነ እና 
ትክክል ነው ተብሎ ከታሰበ ስራ 
ላይ እንዱውል ቢዯረግ፡፡ 

     

15 
 

ሰራተኞች ስሇስራቸው ከሀላፊው 
የበሇጠ ስሇሚያውቁ እራሳቸው 
እንዱወስኑ ቢዯረግ፡፡ 

     

16 
 
 

ስህተት ሲፇፀም ትክክል 
እንዲልነበረ በመግሇፅ የስራ 
ሂዯቱን መዝኖ እንዯ አስፇላጊነቱ 
አመቺ የስራ ሂዯት መተግበር/ 
ማሳየት፡፡   

     

17 
 

ሰራተኞች ሇአሇቃው መመሪያዎች 
ቅዴሚያ እንዱሰጡ ቢዯረግ፡፡ 

     

18 ሰራተኞች አዱስ የአሰራር ሂዯት 
ተጠቅመው እንዱሰሩ ሇሰራተኞች 
የስራ ክፍፍል ማዴረግ፡፡ 

     

19 ሰራተኞች በትክክል እየሰሩ 
ስሇመሆናቸው የቅርብ ክትትል 
ቢዯረግ፡፡ 

     

20 የስራ ልዩነት አመሇካከት ካሇ 
ሀላፊው/ዋ ከሰራተኞች ጋር አብሮ 
በመስራት ችግሩን መቅረፍ፡፡ 

     

21 እያንዲንደ ሰራተኛ የየራሱን ስራ 
መግሇፅ የመቻል (የማወቅ) 
ሀላፊነት መኖር፡፡ 

     

22 ሇዴጋፍ ሰራተኞች ቅዴሚያ 
የማይሰጥ አመራር መከተል፡፡ 

     

23 ሀላፊዎች የሚከተለት የአመራር 
ስርአት ከስር ላለ ሰራተኞች ሇስራ 
አመቺ ሁኔታን የሚፇጥር 
የሚጎሇብት የሚረዲ እንዱሆን 
ቢዯረግ፡፡ 

     

24 የአመራር ስራዉን (ሀላፊነቱ) 
ከዴጋፍ ሰጭ አካላት ጋር የተጋራ 
ቢሆን፡፡ 
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25 
 

የዴርጂቱን አላማ ሇማሳካት 
ሰራተኞችን መምራት ወይም 
በቅጣት ማስፇራራት፡፡ 

     

26 አላማን ሇማሳካት የሚተጉ 
ሰራተኞችን ራሳቸውን በራሳቸው 
እንዱመሩ ቢዯረግ፡፡ 

     

27 ሇሰራተኞች የዴርጅታቸዉን አላማ 
የመወሰን መብት (ስልጣን) 
መስጠት፡፡ 

     

28 ሇሰራተኞች በዋናነት ነፃነት 
እንዱሰማቸው ማዴረግ፡፡  

     

29 ሰራተኞች የዴርጅቱን ችግሮች 
ሇመፍታት የፇጠራ ችሎታቸውን 
እና ጥበባቸውን እንዱጠቀሙ 
ማበረታቻወችን ማዯረግ እና 
እንዳት መጠቀም እንዲሇባቸው 
ማሳወቅ፡፡ 

     

30 ሀላፊዎች ሰራተኞች ራሳቸዉን 
በሚገባ መምራት ይችላለ ብሎ 
ማሰብ፡፡ 

     

 

አመሰግናሇሁ!! 

 

 

 

 

 


