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Abstract 

Thi s st udy is depl oyed t o exami ne t he effects of leadershi p styles on empl oyee motivati on wit hi n 

six selected multinati onal corporati ons ( MNCs) locat ed i n Addis Ababa, Et hi opi a. The pri mary 

obj ectives i ncl ude i dentifyi ng t he leadershi p styl es practiced, exami ning t he components of 

leadershi p styles t hat significantly i nfluence motivati on, assessi ng t he rel ati onshi p bet ween 

transf or mati onal, transacti onal, and l aissez-fai re leadershi p styles wi t h motivati on, and 

identifyi ng t he domi nant  leadershi p style f or enhanci ng empl oyee motivati on. A survey was 

distri buted t o 154 empl oyees, wit h 138 f ully complet ed responses anal yzed usi ng SPSS Versi on 24. 

To address t his concern, on t he theoretical literat ure revi ew t ouches Trait, Behavi oral and 

Conti ngency or sit uati onal approach t hat are rel at ed t o leadershi p styles and regardi ng t he 

dependent vari abl e motivati on Abrahams Masl ow Hi erarchy of need t heory and expect ancy 

theori es were discussed. The fi ndi ngs indi cate t hat transf or mati onal leadershi p, wit h di mensi ons 

such as i dealized i nfl uence and i nspirati onal mot ivati on, has t he most si gnificant positive effect 

on empl oyee motivati on,  followed by transacti onal leadershi p. On t he contrary Laissez-f aire 

leadershi p exhi bited a negative rel ati onshi p with motivati on. Multi ple regressi on anal ysis 

confir med t hat leadership styles account f or 74. 3% of t he vari ance i n employee motivati on, wit h 

transf or mati onal leadershi p emergi ng as t he domi nant style. The st udy hi ghli ghts t hat 

organizati onal politics and bi as associ at ed wit h leadershi p di mensi ons, particul arl y i dealized 

influence and i nspirational motivati on, may hi nder fair promoti ons. Empl oyees report ed 

satisf acti on wit h benefits and promoti on opport unities but i ndicated areas for i mprove ment i n 

skills devel opment and work activities. Recommendati ons incl ude impl e menti ng unbi ased 

perf or mance eval uati ons, enhanci ng i nt er-department al communi cati on, and i nvesti ng i n st aff 

trai ni ng. Fut ure research coul d expl ore leadershi p styles' effects on other sect ors, such as 

healt hcare or banki ng,  and exami ne cult ural influences on motivation wit hi n MNCs wit h 

organizati onal politics as a medi at or.  

Key words: Multi-national Corporati ons (MNCs), Leadershi p styles, Transacti onal, 

Transf or mati onal and Laissez f air, Empl oyees` Motivati on.  
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CHAPTER ONE 

I NTRODUCTI ON 

1. 1 Background of the study  

The perfor mance of a company and t he welfare of its empl oyees are largel y dependent on t he li nk 

that exists bet ween human resources ( HR), leaders, and leadershi p st yl es. The strategi c rol e of 

hu man resource management ( HRM) is t o oversee t he manage ment of an organi zati on' s most 

i mportant asset, whi ch is its human capital HRM enco mpasses vari ous acti vities, i ncl udi ng 

recruit ment, selecti on, trai ni ng, perfor mance manage ment, and e mpl oyee relati ons ( Bar ney & 

Wr i ght, 1998). 

Leaders, on t he ot her hand, are i ndi vi duals withi n an organi zati on who gui de, inspire, and 

infl uence ot hers t owar d achi evi ng common goals. Leaders have a uni que personalit y rat her t han 

ot her peopl e: the DNA of leaders is their attitude and attitude is a product of believe syst e m. A 

true leader creat es anot her leader. `  ̀ An ar my of ship lead by a li on will al ways defeat  an ar my of 

lions lead by a shi p because leadershi p can transform cowered t o vi ol ent worriers`` whi ch di ct at es 

leadershi p pl ays an i ni mi table part in achi evi ng organi zati onal goals ( Mur oe, 2020).  

A l eader' s behavi or i n i nteracti ng wit h their foll owers is referred t o as t heir leadershi p st yl e. It 

incl udes aspects like moti vati on, communi cation, decisi on- maki ng, and handli ng conflict. 

Di fferent leadershi p st yles, such as transfor mational, transacti onal, de mocratic, aut ocratic, and 

laissez-faire, have distinct effects on organi zati onal cult ure, empl oyee engage ment, and 

perfor mance out comes (Avoli o & Bass, 1994).  

Accor di ng t o Mul yadi and Ri val (2009), leaders in t his day and age must be abl e t o t hi nk i n 

additi on t o acti ng i n a leadershi p capacit y. The perfor mance of wor kers i nside an organi zati on can 

therefore be infl uenced by an e mpl oyer' s leadership st yl e. St ated differentl y, the way a leader leads 

an organi zati on has a si gnificant i mpact on its operati ons and t he road t o achi eve organi zati onal 

goals and obj ecti ves. 

Additi onall y, moti vati on at wor k is a critical component of a busi ness, perhaps more so t han 

leadershi p st yle. Wor k moti vati on, accordi ng to Handoko (2003), is a person' s personal 
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circumst ances t hat motivat e t he m t o carry out certai n tasks i n order to accomplish a goal  

( Nort house, 2021) 

An MNC is charact erized as a busi ness entit y t hat functi ons in at least one country and gai ns not 

less t han 25 % of its income from gl obal acti vities. In t he cont ext of Et hi opia, a multit ude of MNCs 

partake i n vari ous for ms of busi ness acti vities, such as franchisi ng, licensing, j oi nt vent ures, and 

Forei gn Direct Invest ment (FDI). This research specificall y concentrates on FDI entities t hat exert 

a consi derabl e i nfl uence on t he nati on' s econo my and ( GDP) gross domestic product ( Hill, 2019). 

The foll owi ng are select ed MNCs` back ground:  

Huaji an Shoes began produci ng shoes in Et hi opi a in January 2012 and t he company now e mpl oys 

2, 500 peopl e i n t he country, 90 % of who m are l ocal. Huajian currentl y exports more t han $1 m 

wort h of shoes from Et hiopi a t o Europe and t he US each mont h.  

Hei neken Bre wery Et hiopi a started its operati ons i n Et hi opi a i n 2011 by acquiri ng Harar and 

Bedel e breweries. In 2015, Hei neken Et hi opi a opened its largest brewery i n Et hi opi a at Kili nt o 

near Addis Ababa. Hei neken i nvested EUR310 mi llion i n setti ng up t his new bre wer y, maki ng it 

the bi ggest brewer y i n t he country.  

Dangote Ce ment Et hi opi a PLC,  established i n 1981, is a di visi on of Dangot e Industries, a trade 

company t hat i mports bagged ce ment and ot her goods. Wit h a $650 milli on budget, t he company 

built a ce ment pl ant i n Mugher, Et hi opi a, capabl e of produci ng 30 % of t he worl d' s ce ment 

annuall y.  

Unil ever Manuf act uri ng PLC was established in 2015 i n Et hi opi a and is already supporti ng a 

gr owi ng net wor k of Et hiopi an suppliers, distri butors and traders. The company conti nues t o add 

capacit y i n l ocal manufact uri ng i n Et hi opi a, after on shori ng Soaps, Det ergent Powders and 

Bouill ons. Unilever Manufact uri ng Et hi opi a is locat ed i n Addis Ababa, Et hiopia.  

Agri sher Tradi ng PLC – was established i n Addis Ababa Et hi opi a whi ch is engaged i n 

di stri buti on of che mi cals, fertilizers and ot her agricult ural inputs for fl ower far ms  

Tecno Tel eco m Lt d a Hong Kong- based mobi le manufact urer established i n 2006 launched 

operati ons in Et hi opi a i n Sept e mber of 2011 wit h a capital invest ment of more t han 1 milli on US 

dollars. The i nvest ment launched i n Et hi opi a is part of t he larger pl an t he co mpany has t o i ncrease 

its presence on t he African Mar ket.  
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Thi s research tries t o address t he gap i n det er mi ning t he effecti ve associ ation bet ween   leadershi p 

st yl e and e mpl oyees motivati on on t he above selected multi-nati onal corporati ons.  

1. 2 State ment of the probl e m   

Empl oyees have a maj or role i n hel pi ng t he organi zati on achi evi ng its goals. When we come t o 

multi nati onal busi nesses ( MNCs), where manage ment and leadershi p met hods are exposed t o 

cult ural, legal, and econo mi c environment challenges, moti vati on is an essential ele ment of 

or gani zati onal success.  

Effecti ve leaders rel y on e moti onal appeals t o help convey t heir messages.  (St ephen P. Robbi ns, 

2013). Ret enti on rates, e mpl oyee happi ness, and organi zati onal performance are all greatl y 

i mpact ed by leadershi p styl es but it is still uncl ear how exactl y different types of leadershi p st yl es 

moti vat e peopl e i n t hese compl ex environments. 

The subj ect of e mpl oyee moti vati on has drawn a great deal of i nterest from bot h managers and 

schol ars (Sel va mani, 2024). Wit hout personnel, no fir m coul d possi bl y flourish, as it is wi del y 

underst ood. A company' s ability t o survi ve for a l ong peri od is pri marily dependent on its 

wor kforce.  

The manage ment of expatriates al ong wit h local empl oyees and t he dyna mi cs of power i n t he 

pr ocess re mai n scares especi all y i n t he knowl edge-i nt ensi ve sect ors (Fei, 2021). In practice t he 

langue, wor k et hics and cult ural di mensi on differences creat e a barrier i n t he effecti ve 

communi cati on and motivati on of expatriates.  

Leadershi p st yle has a maj or i mpact on e mpl oyee moti vati on, whi ch is a good measure of how 

well a fir m is doi ng. Numer ous st udies have shown how i mport ant e motions and moods are t o 

moti vat e e mpl oyees on t heir j obs. (St ephen P. Robbi ns, 2013). Many cult ural, econo mi c, and legal 

cont exts i n whi ch multinati onal corporati ons (MNCs) operate make t he relati onshi p bet ween 

leadershi p st yl es and moti vati on i nsi de these organi zati ons even more delicate ( House, 2004) 

Nort house, 2018).  

In light of t he gl obal competiti on for organi zati ons t o produce hi gher-quality products at l ower 

costs while still managi ng a di verse wor kforce, (Fugat e, 2012) cont end that effecti ve e mpl oyee 

moti vati on is and has been one of t he most si gnificant yet challenging responsi bilities of 

manage ment, and t hat its success has become more consequential now t han ever. When wor kers 



4 | P a g e  
 

are i nvol ved i n contri buting strategi call y and effectivel y to t he accomplishment of si gnificant goals 

insi de t heir busi nesses, they are more li kel y to feel inspired and dedi cat ed to t he outcome.  

Therefore unseei ng t he proble m may result in dissatisfacti on and l uck of moti vati on t o compl et e 

their tasks t his woul d result in fail ure t o succeed in our organi zati onal obj ecti ves. Most schol ars 

made st udies on t he Hofstede`s cult ural di mensi ons model effects on t he practice of recruiti ng and 

assi gni ng of proj ects i n multinati onal compani es. Nevert hel ess, the e mpl oyee moti vati on and 

finalizi ng t heir task for l ong year proj ects of expatriates is still under questi on.  

A l ack of research has been done on MNCs found i n our state, despite t he fact that t hese 

or gani zati ons plays a pi vot al role i n t he econo my pl us shoul d be more i nvolved i n addressi ng t he 

issue of leadershi p st yles like transfor mati onal, transacti onal, and laissez-faire. These leadershi p 

st yl es have been exa mi ned i n Et hi opi a' s hi gher educati on i nstit utions, government-owned and 

pri vat e banks, and ot her government i nstit utions.  

Til ahun Wol de, (2020) conduct ed a research i n Fact ors Affecti ng Empl oyees Job Moti vati on: A 

st udy on Addis Ababa Ci t y Road Aut hority t he results de monstrate a favorabl e rel ati onshi p 

bet ween transfor mati onal and transacti onal leadershi p st yles and wor kers'  job satisfacti on. The 

findi ngs also show t hat wor kers were more content wit h transfor mati onal leadershi p st yl es t han 

wi t h transacti onal ones.  

Yoseph Kenti ba, (2020) made a research on t he title I mpact of leadershi p style on public servi ce 

e mpl oyees Job Satisfaction i n Ji mma Zone t he st udy fi ndi ngs shows t hat transacti onal leadershi p 

st yl e was not as such better predi ct or of j ob satisfacti on i n public organi zation, transfor mati onal 

leadershi p st yle was t he Powerful predict or of j ob satisfacti on and Lazier faire leadershi p st yl e had 

no si gnificant i mpacts on empl oyees’ j ob satisfaction of public Sect ors. Leaders who use laissez 

faire leadershi p st yle, tends t o reduce e mpl oyee’s job satisfacti on.  

Additi onal st udies ( Elifael af D., Dr. Yohannes) suggest t here is a favorable correlati on bet ween 

e mpl oyees'  job moti vati on and leadershi p st yles. The purpose of t his st udy is t o det er mi ne whet her 

leadershi p st yl e i n Addis Ababa' s Multi nati onal Co mpani es affects wor kers' job moti vati on.  

1. 3 Si gnificance of the study  

In basic ter ms, research i nvesti gati ons are val uabl e i nstruments for maki ng decisi ons. 

Or gani zati onal choi ces may not be realistic i n t heir applicability or applicati on and may result i n 
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incorrect concl usi ons if they are not backed by relevant research and assessment s. The st udy was 

utilized by readers, ot her stakehol ders, and organi zati ons. It mi ght be i mport ant for MNCs 

managers t o i mpl e ment  new tactics, devel op wor kabl e policies, inspire different t ypes of 

moti vati on i n t heir staff, and enhance out put.  

Si mil ar t o previ ous st udies, the concl usi ons and suggesti ons made by t his one can serve as a 

bench mar k for ot her l ocal researchers, the maj ority of who m are not particul arl y i nterest ed i n 

st udyi ng t he Multi nati onal Cor porati ons.  

In concl usi on, this st udy coul d be e mpl oyed by government al entities such as t he Mi nistry of 

Tr ade, t he Invest ment Office, and vari ous ci vil organi zati ons li ke Wor kers Federati ons ( CELU) t o 

expl ore t he perspecti ves of Multi nati onal corporati on e mpl oyees on t heir job perfor mance and 

dri vi ng fact ors. Moreover, it possesses t he potential to i nfl uence t he development of strat egi es 

concerni ng t he admi nistrati on of human resources.  

1. 4 Scope or deli mitati on  

Thi s research ai ms t o exa mi ne t he i mpact of transfor mati onal, transactional, and laissez-faire 

leadershi p st yles on t he empl oyees` moti vati on. The st udy applies of quantitati ve met hodol ogi es 

(e. g., questi onnaires) and qualitati ve approaches (e. g., intervi ews, focus groups) t o a mass 

infor mati on from staff me mbers and executi ves withi n these organi zati ons.  A mi xed or e mpirical 

research approach will be e mpl oyed, al ong wit h an expl anat ory research desi gn, t o measure t he 

correl ati on bet ween vari ous di mensi ons of leadershi p st yl es and e mpl oyees  ̀ moti vati on.  

The geographi cal focus on t he industry zones found i n Addis Ababa City l ocat ed i n Akaki and 

Le mi kura Sub cities MNCs from di verse i ndustries such as manufact uring, servi ce, technol ogy, 

and more. The st udy exa mi nes different leadershi p st yles, encompassing transfor mati onal, 

transacti onal, partici pative, aut horitarian, and laissez-faire i n additi on exa mi nati on of fact ors 

i mpacti ng e mpl oyee motivati on, engage ment, producti vit y, and wor kforce ret enti on.  

We will try t o collect the feed backs from vari ous levels of de mographic variabl es (e. g., age, 

gender, educati onal attainment, job rol e) coul d moderat e t he associ ation bet ween leadershi p 

appr oach and i ncenti ve. 
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1. 5 Research questi ons 

The central research question gui di ng t his study is: 

 Ho w do different leadershi p styl es i mpact the motivati on of e mpl oyees within multi nati onal 

corporati ons i n Et hi opi a? 

Supporti ng sub-questi ons incl ude: 

 Whi ch leadershi p st yles are most preval ent in MNCs operati ng i n Et hi opia? 

 What specific aspects of e mpl oyee moti vati on are most i nfl uenced by leadershi p st yles? 

 What is t he magnit ude of transfor mati onal, transacti onal and laissez fair leadershi p on 

e mpl oyees` moti vati on? 

1. 6 Objecti ves of the study   

1. 6. 1 General Objecti ves 

To exa mi ne t he i mpact of different leadershi p st yl es on e mpl oyee moti vati on wit hi n multinati onal 

corporati ons ( MNCs) and identifyi ng whi ch leadershi p st yl es most effecti vely enhance e mpl oyees` 

moti vati on 

1. 6. 2 Specific Objecti ves 

 To exa mi ne whi ch leadershi p st yl e are most practiced i n Et hi opi an MNCs  

 To exa mi ne what specific aspects of e mpl oyees moti vati on are i nfl uenced by leadershi p 

st yl e 

 To exa mi ne t he magnit ude of transfor mati onal, transacti onal, and laissez fair leadershi p on 

e mpl oyees` moti vati on?  

1. 7 Defi niti on of terms  

MNCs means multinational corporati ons, HR ( Hu man resource), HRM ( Hu man resource 

manage ment), leadershi p styles, empl oyees moti vation, transacti onal, transfor mati onal and laissez 

fair.  
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1. 8 Organi zati on of the thesis  

The st udy is organi zed with the foll owi ng fi ve chapt ers; each has a specific and different purpose: 

Chapt er one i ncl udes Backgr ound of t he st udy, St at e ment of t he probl em , Si gnificance of t he 

st udy, Scope or deli mit ation, Obj ecti ves ( General and Specific), Research questi ons, Li mit ati on of 

the st udy, Or gani zati on of t he thesis, Key ter ms & Defi niti ons. The second chapt er consists 

Lit erat ure revi ew and Concept ual fra me wor k. The third chapt er discuss t he research desi gn and 

met hodol ogy of t he st udy. Results and discussion are discussed under chapt er four. The last 

chapt er is about summary of maj or fi ndi ngs, conclusi ons and recommendations. 
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CHAPTER TWO  

LI TRATURE REVI E W 

Thi s portion of t he research observes i nt o leadershi p st yles and work moti vati on wit hi n 

multi nati onal corporati ons in Et hi opi a, utilizi ng a combi nati on of literat ure revi ew and e mpirical 

research. The t heoretical fra me wor k is crafted i n response t o t he identified issues. The exa mi nati on 

di gs i nt o t he heart, explanati on, and fra me works of leadershi p, emphasizi ng t he connecti on 

bet ween leadershi p st yles and e mpl oyee moti vation, on an area of MNCs previ ousl y investi gat ed 

by schol ars. 

2. 1 Concept and defi niti on of leadershi p, leadershi p styles and moti vati on 

The noti on of leadershi p comprises t he capability to i nfl uence and lead a collecti ve of i ndi vi duals 

or an indi vi dual t owar ds the achieve ment of predet er mi ned goals and targets. Leaders pl ay a 

pi vot al rol e i n moti vating and energi zi ng i ndi viduals t o wor k t owar ds a shared obj ecti ve or 

aspiration. The key element s of proficient leadershi p encompass setti ng a coherent course of 

acti on, exercisi ng sound decisi on- maki ng, and fosteri ng a positi ve organi zational cli mat e (Fur qon, 

2023).  

Leadershi p is essential for organi zati onal success, infl uenci ng human resources and provi di ng a 

competiti ve advant age. Leaders must enhance e mpl oyee moti vati on t o engage and moti vat e 

e mpl oyees. ( Batista- Taran, 2009) 

Leadershi p pl ays a crucial role i n i nfl uenci ng t he moti vati on, dedi cati on, and perfor mance of 

e mpl oyees in MNCs. various effecti ve leadershi p styles have t he potential to foster an at mosphere 

that sti mul ates e mpl oyees to stri ve for excellence, whereas i neffecti ve styl es may compr o mi se 

mor al e and producti vity. This revi ew of literat ure del ves i nt o t he e mpirical findi ngs concer ni ng 

the i mpact of different leadershi p techni ques on e mpl oyee moti vati on wit hi n the real m of 

multi nati onal corporati ons ( Ah mad, 2001). 

Moti vati on i n psychol ogy is a compl ex concept defi ned by vari ous aut hors. Dr. Dhar mvir M. 

Gurj ar e mphasi zes t hat moti vati on ste ms from int ernal desires and ai ms to sti mul at e i ndi vi duals 

towar ds goal achi eve ment ( Dr., 2022). 
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Ol arte Yepes, Deisy Rocio, furt her t o elaborat e on moti vati on as t he dri vi ng force behi nd wor kers'  

efforts to achieve organizati onal goals, infl uenced by i ndi vi dual needs and vari ous moti vati onal 

theories such as Masl ow' s hierarchy of needs, Mc Cl elland' s Theory, Herzberg' s Two Fact or 

Theor y, X and Y Theory,  and Expectancy Theor y ( Dr., 2022). 

Additi onall y, St ella Wel lingt on Igoni bo hi ghli ghts the si gnificance of moti vati on i n educati on, 

stressi ng its role i n enhanci ng teachi ng and learni ng environments to i mpr ove acade mi c 

perfor mance by fosteri ng student i nt erest and teacher efficiency ( Ni kol aj, 2023). 

Al l of t hese vi ewpoi nts e mphasi ze how i mport ant moti vati on is i n det ermi ni ng behavi or, goal -

direct ed behavi ors, and producti vity i n educational and corporat e cont exts and t he direct 

relati onshi p bet ween leadershi p st yles and e mpl oyees` moti vati on.  

2. 2 Theoretical Revie w  

Leadershi p approaches  

Trait approach: This leadershi p approach, based on t he belief t hat leaders possess i nherent 

charact eristics t hat distinguish t he m from non-leaders, is a funda ment al concept i n leadershi p 

st udi es. Great men were sai d t o be made of these peopl e' s innat e attributes. Under t he trait 

appr oach, each person' s uni que physi cal and psychol ogi cal charact eristics were taken i nt o account 

as possi bl e leadershi p markers ( Ti mot hy, 2002).  

Nevert hel ess, current researchers articul ate that the i mport ance of personalit y traits 

consci enti ousness, initiative, and persistence i n effecti ve leadershi p, indi cating t hat t hese pl ay a 

cruci al role i n percepti ons of leadershi p e mer gence and effecti veness. Therefore, traits al one do 

not guarantee leadership success; it shoul d be properl y mat ched wit h the sit uati on of t he 

corporati on or organi zation at hand.  

Behavi oral approach: Thi s leadershi p approach di ctates effecti ve leadershi p is det er mi ned by 

specific behavi ors rat her than traits. Ohi o State Universit y carried out a number of st udi es known 

as t he " Ohi o Stat e St udi es" i n t he late 1940s and early 1950s wit h the goal of identif yi ng leadershi p 

traits and how t hey affected group perfor mance.  
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The Ohi o State St udi es identified t wo key di mensions of leadershi p behavior:  

Initiati ng struct ure ( Task Ori ent ed): Initiati ng structure i nvol ves a leader organi zi ng wor k, setti ng 

goals, and defi ni ng rol es, often bei ng directi ve. This focus on efficiency and pr oducti vit y is cruci al 

for leaders; concl udi ng that moti vati on (satisfaction) is correlated wit h perfor mance ( Chest er, 

1975) 

Consi derati on (Peopl e Oriented): on t he ot her hand, focuses on buil di ng relati onshi ps, supporti ng 

tea m me mbers'  well-bei ng, and showi ng e mpat hy.  This approach fosters trust, collaborati on, and 

addresses personal and soci al needs. Understanding t hese di mensi ons of leadershi p is cruci al for 

understandi ng group dyna mi cs and perfor mance. (Chest er, 1975).  

To gi ve additi onal i nsi ght, researchers of Uni versit y of Mi chi gan st udies t he si gnificances of 

separati ng t hese t wo ki nds of leadershi p approaches by exa mi ni ng how l eaders engaged wit h their 

tea ms and what matters to t he m most. Or gani zations must be aware of t he differences bet ween 

pr oducti on-orient ed and e mpl oyee-orient ed leadershi p as t hese differences can affect producti vit y, 

wor k satisfacti on, e mployee moti vati on, and overall organi zati onal perfor mance. To fost er a 

healt hy wor k at mosphere and attai n t he best outcomes, leaders must strike a bal ance bet ween 

attendi ng t o t he needs of their tea m me mbers and concentrating on duties (Chest er, 1975) 

Li mit ation of t his approach is it does not account for sit uati onal variabl es i.e t he behavi or t hat fits 

for one corporati on may not wor k for t he ot her.  

Conti ngency or Situational Approach: The Conti ngency Theory of Leadershi p was devel oped 

by Fred Fiedler i n 1958 duri ng his research on t he effecti veness of t he leader i n group sit uati ons. 

Fi edl er believed t hat his effecti veness i n leadi ng depends on controlli ng t he sit uati on and t he st yl e 

of Leadershi p. This leadershi p approach depends on the fit bet ween t he leader’s st yle and t he 

sit uati on (Shal a, 2021).  

The si gnificance of Contingency and sit uati onal leadershi p approaches lies in t heir pi votal rol e i n 

respondi ng t o dyna mi c environments and critical sit uati ons, as el uci dat ed in schol arl y wor ks. The 

Conti ngency Theory of Leadershi p e mphasi zes the i mport ance of leadershi p st yles bei ng i n 

ali gnment wit h t he surroundi ng cont ext, particul arly duri ng ti mes of crises such as t he Covi d-19 

pande mi c. ( Meli h, 2023) 
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Conversel y, sit uati onal leadershi p ent ails leaders adapti ng t heir conduct and approach accor di ng 

to t he evol vi ng require ments of t he tea m or organization, nurt uri ng malleabilit y and adapt abilit y 

in leadershi p met hodol ogies. (Indah, 2022) 

Bot h met hodol ogi es underscore t he i mport ance of leaders de monstrating sensiti vity t owar ds t he 

needs of t heir tea ms, effecti vel y gui di ng t he m, and bolsteri ng moti vati on and perfor mance wit hi n 

or gani zati onal setti ngs. Thr ough comprehensi on and applicati on of t hese strategi es, leaders can 

effecti vel y maneuver i ntricate scenari os, steer t owar ds success, and accomplish obj ecti ves i n 

s wiftl y changi ng and demandi ng environments. (Ar y, 2020)  

Fi edl er’s Conti ngency Mo del : expl ai ns leadershi p effecti veness depends on t he mat ch bet ween 

the leader’s st yl e (task-orient ed or relati onshi p-orient ed) and sit uati onal favorabl eness.  

Hersey and Bl anchard’s Situati onal Leadership Theory: t his t heory believes Leaders must 

adj ust their st yle (telling, selli ng, partici pati ng, delegati ng) based on foll owers’ readi ness/ mat urit y.  

 Pat h- Goal Theory: Accordi ng t o ( La wrence, 1985) Leaders must adapt their styl e (directi ve, 

supporti ve, partici pati ve, and achi eve ment-orient ed) t o fit the foll owers and the task.  

2. 3 Leadershi p models 

Leadershi p is a compl ex pr ocess i nvol vi ng a leader communi cati ng i deas, gai ni ng accept ance, and 

moti vati ng foll owers. There are t hree types of managerial leadershi p skills: techni cal skills, 

interpersonal skills, and decisi on- maki ng skills. 

Techni cal skills shoul d ideall y focus on t he use of met hods and procedures t o compl et e a task; 

interpersonal skills, on the ot her hand, are li mited t o t he capacity for understandi ng, 

communi cati ng, and cooperati ng wit h peopl e and groups vi a t he devel opment of strong 

connecti ons. The last component of decisi on- maki ng abilities is the capacit y t o concept ualize 

circumst ances, choose among opti ons, resol ve issues, and seize opport unities (Faet h, 2010).  

Levels of exa mi nati on i n leadershi p t heory consist of t hree mai n cat egories: indi vi dual, group, and 

or gani zati onal. These categori es are i ntricat el y connect ed, as t hey rel y on each ot her for support 

and i nfl uence. The i nterrel ati onshi p bet ween t hese t hree levels is depi cted in Fi gure 1.  
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Fi gure 1 - Interrelati onships a mong levels of leadershi p anal ysis 

2. 3. 1 Transacti onal leadershi p                                                                                                                  

The transacti onal leadershi p st yle comprises t hree essential components: conti ngent rewar d, 

manage ment-by-excepti on (acti ve), and manage ment-by-excepti on (passi ve). Leaders foll owi ng 

this st yle utilize conti ngent rewar ds to communi cat e perfor mance expectations to t heir foll owers 

and acknowl edge commendabl e perfor mance.  They adhere t o t he belief t hat contract ual 

agree ments serve as primar y moti vat ors and leverage extri nsic rewar ds to boost followers'  

moti vati on. Schol arl y works have poi nt ed out t hat the transacti onal st yle coul d pot entiall y i nhi bit 

creati vit y and have a detri ment al i mpact on e mpl oyees'  job satisfaction. Manage ment -by-

excepti on i nvol ves leaders' responses t o promptly identifyi ng devi ati ons from t he expect ed 

behavi or of foll owers ( Bass, 1985).  

The utilizati on of bot h met hodol ogi es varies dependi ng on t he circumstances and t he specific 

cont ext. Instances t hat i nvol ve a hi gh level of accuracy, speci alized knowl edge, ti me constrai nts, 

especi all y i n technol ogy- dri ven setti ngs, call for transacti onal leadershi p. Conversel y, i n 

environments t hat pri oritize human i nt eracti on, aimi ng t o i nfl uence foll owers t hrough moti vati on 

and by acknowl edgi ng their e moti ons based on shared obj ecti ves, beliefs, and pri nci pl es, t he 

preferred approach is transfor mati onal leadershi p ( Mac Gr egor Bur ns, 2003). 

Conti ngent Re war d e mphasi zes t he attai nment of outcomes t hrough leadershi p. Hu mans tend t o 

val ue tangi bl e, mat erial re war ds in ret urn for t heir contri buti ons, leadi ng t o the e mer gence of t his 
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appr oach. Whil e transformati onal leadershi p focuses on recogni zi ng i ndi vidual capabilities and 

fosteri ng ent husi as m t hrough e moti onal connections, val ues, and belief syst e ms, transacti onal 

leadershi p promot es compliance by cat eri ng t o t he desires and needs of i ndi vi duals ( Bass B. M., 

2004).  

Ma nagers e mpl oyi ng conti ngent rewar d are responsi bl e for gui di ng e mployees to ensure task 

compl eti on. In essence, key components of conti ngent rewar d i nvol ve performance-based mat erial 

incenti ves, provi di ng guidance, fosteri ng reci procity, and i nstilling confi dence wit hi n the tea m  

Ma nage ment by Excepti on ( Acti ve) is not synonymous wit h laissez-faire leadershi p, as it does not 

ent ail a hands-off approach. Leaders who practice active manage ment by excepti on de monstrat e 

confi dence i n t heir employees t o fulfill tasks t o a satisfact ory standard and avoi d unnecessary 

di srupti ons. This leadershi p st yle does not necessaril y i nspire e mpl oyees to exceed expect ed 

out comes; however, achi evi ng targets si gnifies the effecti veness of the syste m, leadi ng t o 

cont ent ment and t he continuati on of regul ar operations ( Bass B. M., 2004) 

 

Fi gure 2 - Transacti onal Leadershi p St yl e ( Ne maei, 2012)    

There is a noticeabl e absence of i nnovati on, risk-taki ng, novel perspectives, or transfor mati ve 

strategi es a mong leaders who adopt manage ment by excepti on. This approach ali gns wit h a change 

cult ure dri ven by i dentified needs. To summari ze, acti ve manage ment by excepti on i nvol ves trust 

in e mpl oyees, li mited communi cati on, preservati on of t he stat us quo, and a lack of asserti veness.  

Ma nage ment by Exception (Passi ve): “It is the st yl e of transacti onal Leadershi p i n whi ch t he 

leaders avoi d specifyi ng agree ment, and fail to provi de goals and standards to be achi eved by staff. 

So meti mes, a leader waits for t hi ngs to go wr ong before taki ng acti on” the competi ng val ue 

fra me wor k ( CVF) model was devel oped i nitiall y fro m research conduct ed on t he maj or i ndi cat ors 

of effecti ve organi zati ons. The CVF model has been tested and vali dat ed more t han t he ot her 

models i n acade mi c literat ure.  
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Fi gure 3 - CVF Model of effectiveness 

2. 3. 2 Transfor mati onal Leadershi p  

The transfor mati onal approach is a met hodol ogy utilized by leaders t hat emphasi zes i nnovati on, 

creati vit y, and positi ve change wit hi n organi zati ons and encourages confi dence, decisi on maki ng 

and aut ono my a mong subor di nat es ( Di ana, 2022). It el uci dat es t he manner in whi ch leaders can 

gui de and cat al yze pi vot al alterations wit hi n a company or group. This approach put e mphasis on 

the strategi es t hrough whi ch leaders can i gnite moti vati on and dri ve withi n t heir tea m t o realize 

not ewort hy transfor mati ons i n t he organi zati on.  

Tr ansfor mati onal leadershi p is hi ghl y val ued i n multi nati onal corporati ons due t o its positi ve 

i mpact on organi zati onal cult ure, empl oyee engage ment, and percei ved effecti veness. Research 

indicat es t hat transfor mational leaders i nspire and moti vat e e mpl oyees, fosteri ng i nnovati on and 

creati vit y wit hi n the organi zati on ( Marc, 2021) 

Tr ansfor mati onal leadershi p positi vel y infl uences e mpl oyee moti vati on t hrough enhanci ng 

intrinsic moti vati on and organi zati onal citizenshi p behavi or, ulti mat el y i mpr ovi ng e mpl oyee 

perfor mance ( Hasti n, 2023) 
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Si dani (2007) asserts t hat there exist four essential ele ments wit hi n transfor mati onal leadershi p, 

na mel y i dealized i nfl uence, intellect ual sti mul ation, inspirational moti vati on, and i ndi vi dual 

consi derati on. The i mple ment ati on of each of these components equi ps managers wit h t he 

necessary tools t o effectivel y e mpl oy t his leadershi p approach wit hi n the organi zati onal setti ng.  

Idealized i nfl uence: pertai ns t o managers who serve as exe mpl ary role models for t heir 

subordi nat es. Managers who exhi bit idealized i nfluence are abl e t o cultivat e trust and garner 

respect from t heir subordi nat es, enabli ng t he m to make i nfor med decisi ons that benefit t he 

or gani zati on.  

Intellect ual Sti mul ati on: Managers de monstrating Int ellect ual Sti mul ati on are charact erized by 

their propensit y t o foster innovati on and creati vity by questi oni ng t he conventi onal beliefs or 

perspecti ves wit hi n a group. Through t his approach, t hey culti vat e a culture of critical t hi nki ng 

and probl e m-sol vi ng ai med at enhanci ng organi zational perfor mance.  

Inspi rati onal moti vati on: refers t o supervisors who i nspire subordi nat es to dedi cat e t he msel ves 

to t he company' s mi ssi on. To achi eve t he organi zation' s obj ecti ves of hi gher revenue and mar ket 

expansi on, managers who possess i nspiri ng motivati on fost er a sense of tea mwor k a mong t heir 

subordi nat es.  

Indi vi dual consi derati on: refers t o supervisors who serve as ment ors and counsel ors t o t heir 

subordi nat es. When managers show concern for each e mpl oyee, t hey motivat e staff me mbers t o 

achi eve obj ecti ves t hat benefit the company as a whol e.  
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Fi gure 4 - Transfor mati onal Leadershi p components 

2. 3. 3 Laissez – fai re leadershi p ( LF)   

"Laissez-faire leadershi p" descri bes a det ached styl e of leadershi p in which tea m me mbers get 

little directi on from t heir bosses. St udi es have shown t hat t his ki nd of writing can be har mf ul i n 

several sit uati ons. The book "Leadershi p i n Pl ace" hi ghli ghts t he val ue of leadershi p in educati onal 

environments and provi des exa mpl es of many successful leadershi p phil osophi es ( Moha mmad, 

Radfar., edited by Chris Colli nge, 2011). 

 Furt her more, as Oli ver Mall et’s st udy discusses, the dyna mi c nat ure of work setti ngs is changi ng, 

and i n order t o guarant ee pr oducti vit y and navi gat e these shifti ng pl aces, leaders must be i nvol ved 

and flexi bl e.  

Whil e aut ono my and trust are essential components of laissez-faire leadershi p, it is cruci al for 

leaders t o stri ke a bal ance bet ween provi di ng freedo m and offeri ng support to foster growt h and 

success wit hi n their tea ms. 

Leaders t hat practice laissez-faire show little i nterest in i mport ant organi zational issues and have 

a tendency t o put off respondi ng t o pressi ng probl ems. St udi es show t hat executi ves who practice 

laissez-faire pay t he least attenti on t o task compl eti on and producti vity (Anderson & Mc Coll -

Kennedy, 2005).  
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The laissez-faire leadership st yle is charact erized by a basi c avoi dance of partici pati on. Foll owers 

who engage i n t his avoi dance strategy get extre mely frustrated and have l ow self-estee m.  

 

Fi gure 5 - De monstration of t he laissez - Faire, Tr ansacti onal and Transfor mati onal leadershi p 

st yl es 

2. 4 Moti vati on  

Moti vati on, accordi ng t o ( Wat kiss, 2004), is the means of persuadi ng someone t o do acti on. A 

large portion of what moti vat es peopl e is the i dea of a possi bl e rewar d or t he result of doi ng 

not hi ng. The fact or t hat moti vat es peopl e t o act is the satisfacti on (or meeting) of t heir own want s, 

whi ch gi ves t he m t he drive t o fi nish t he wor k at hand.  

Moti vati on encompasses a multit ude of di mensi ons, such as t he role of moti vati on i n cogniti ve 

pr ocesses, the ori gi n of moti ves from funda mental needs, the cogniti ve represent ati on of moti ves 

in me mor y, and t he concept of free will ( Ari e, 2016). 

Mor eover, moti vati on entails the all ocati on of effort, acti vati on of behavi or, and decisi on- maki ng 

based on effort, where or ganis ms assess t he rewar ds of sti muli in comparison t o t he costs 

associ ated wit h the m, often i nvol vi ng neural circuits like t he mesoli mbi c dopa mi ne syst e m (John 

D.  S., 2018). 

In t he real m of sports acco mplishment, moti vati on assumes a critical psychol ogi cal functi on, wit h 

strategi es li ke goal establishment, cogniti ve restruct uri ng, and visualization frequentl y utilized t o 

inspire at hl etes, underscoring t he i mport ance of coaches in t he endeavor ( Dušanka, 2020).  

Additi onall y, moti vati on can be i nstigat ed by physi ol ogi cal conditi ons such as hunger as well as 

psychol ogi cal ele ments like wi shes and moti ves, gui di ng i ndi vi duals t oward positi ve or negati ve 

obj ecti ves, illustrati ng t he i ntricat e and adapt able nat ure of moti vati onal stimuli (Padmasiri, 2014). 
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To encourage ot hers, it is necessary to understand how moti vati on wor ks. The practice of 

rewar di ng e mpl oyees wi th i ncenti ves is not a recent one. The cruci al point is to recogni ze t hat 

peopl e differ from one anot her and t hat no t wo peopl e are dri ven i n t he sa me manner. Si nce peopl e 

react differentl y, corporations shoul d use several moti vati onal strategi es. To encourage ot hers, it 

is necessary to understand how moti vati on works. The practice of rewardi ng e mpl oyees wit h 

incenti ves is not a recent one. The cruci al poi nt is to recogni ze that peopl e differ from one anot her 

and t hat no t wo peopl e are dri ven i n t he sa me manner. Si nce peopl e react differentl y, corporati ons 

shoul d use several moti vati onal strategi es (Strat heford, 2012).  

Peopl e differ from one anot her i n ter ms of t heir skills, intelli gence, charact er, attitudes, and 

infl uence from t heir environ ment. Consequentl y, their needs and desires, which have an i mpact on 

their moti vati on, are also goi ng t o vary. In order t o provi de incenti ves t o fulfill the i nterests of t he 

peopl e t hey wi sh t o encourage, compani es must thus eval uat e what t hese indi vi duals regard t o be 

si gnificant. Accordi ng t o Mi chael Kr ot h (2007), there are t wo different kinds of moti ves one is 

Internal and t he ot her Exteri or desires  

Internal desi re or i ntrinsi c moti vati on is a natural feeli ng t hat comes fro m wit hi n and dri ves a 

person t o wor k t owar ds goals wit hout bei ng i nfl uenced by external fact ors like money, focusi ng 

on needs li ke security, soci al connecti ons, and personal growt h. Techni ques for i mpr ovi ng i ntri nsi c 

moti vati on are Challenges, Aut ono my, Promoti on,  Learni ng and Job or role desi gn.  

External desi re or extrinsi c moti vati on extri nsic moti vati on, ori gi nati ng from ext ernal sources 

rat her t han i ntrinsic factors, significantl y i nfl uences i ndi vi duals, exe mplified by efforts such as 

or gani zi ng a staff retreat to boost producti vity, which can yi el d not ewort hy results. The effects of 

extri nsic moti vati on, al ong wit h the strategi es empl oyed, de monstrate prompt and subst antial 

out comes; however, sustai nabilit y over an extended peri od is not guarant eed.  

Techni ques for i mpr ovi ng ext ernal moti vati on are: 

Re wards: t he most effecti ve approach of extri nsic i ncenti ve is rewar di ng staff. By provi di ng 

monet ary bonuses, incentives, gifts, and ot her t ypes of recogniti on, organi zati ons may encourage 

good perfor mance. Positive feedback from t hese a war ds moti vat es staff me mbers t o do well i n 

their positi ons. 
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Increasi ng pay: is indeed a powerful tool used by organi zati ons to moti vat e e mpl oyees. Many 

e mpl oyees percei ve salary i ncreases as a si gnificant source of mot ivati on. When t heir 

compensati on i mpr oves, it rei nforces t heir commitment and encourages better perfor mance.  

Pro moti on: is also a very si gnificant strategy to encourage an e mpl oyee si nce professi onal 

pr ogressi on is hi ghl y i mportant t o e mpl oyees and every e mpl oyee wants t o gr ow i n his j ob.  

2. 5 Theori es of Motivati on  

Moti vati on has been a key area of i nterest in t he fiel d of organi zational psychol ogy and 

manage ment research, resulti ng i n t he for mul ati on of multiple t heories desi gned t o clarify t he 

underl yi ng mechanis ms of i ndi vi duals' deter mi nati on t o achi eve particul ar obj ecti ves. Earl y 

moti vati onal theories predo mi nantl y concentrated on funda ment al human needs and t he intri nsi c 

fact ors propelli ng behaviour. One se mi nal t heory, Abraha m Masl ow' s Hierarchy of Needs, put 

fort h i n 1943, suggests that i ndi vi duals are i ncentivized by a hierarchi cal progressi on of needs, 

commenci ng wit h essential physi ol ogi cal requirement s like sustenance and l odgi ng, progressi ng 

to safet y, soci al, estee m needs, and cul mi nati ng in self-act ualizati on —t he fulfil ment of one' s 

ut most capabilities. 

Cont e mporary moti vational t heories pri oritize the exa mi nati on of hu man conduct wit hi n 

pr ofessi onal environments. Self- Det er mi nati on Theor y underscores t he inherent i mpul ses and 

psychol ogi cal necessities for compet ence, aut ono my, and relati onal engage ment. Goal- Setti ng 

Theor y hi ghli ghts t he i mportance of establishi ng ambiti ous objecti ves and deli veri ng constructi ve 

feedback t o enhance perfor mance levels. Job desi gn' s i mpact on moti vati on is exa mi ned i n t he Job 

Charact eristics Model t hrough fact ors like skill variet y, task i dentit y, and significance, aut ono my, 

and feedback l oops.  

Masl ow’s Hi erarchy of Needs Theory:  

Abr aha m Masl ow developed t he Masl ow' s Hi erarchy of Needs Theory, whi ch descri bes a fi ve-

level hierarchy of human needs: self-act ualizati on, estee m, safet y, bel ongi ngness, and physi ol ogy. 

Thi s t heory cont ends t hat in order t o advance t o higher wants, peopl e must first satisfy l ower-level 

ones, wit h self-act ualization standi ng for t he apex of human devel opment and satisfaction ( Yuan, 

2022).  
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Or gani zati onal setti ngs frequentl y use Masl ow' s t heory t o better understand and i mpr ove e mpl oyee 

moti vati on and perfor mance. Furt her more, st udies have de monstrated connecti ons bet ween 

Herzberg' s t wo-fact or t heory of moti vati on and Masl ow' s hi erarchy of needs, hi ghli ghti ng t he 

si gnificance of bot h i nternal and external moti vators i n shapi ng bot h i ndivi dual behavi or and 

or gani zati onal perfor mance. In additi on, new research has exa mi ned how hu man wants vary over 

ti me, e mphasi zi ng how import ant technol ogy-relat ed require ments like int ernet connecti on are 

beco mi ng. This shows how fl exi bl e t he theory is i n light of cont e mporary soci etal shifts. (theori es, 

2023). 

Masl ow' s Hi erarchy of Needs Theor y pl ays a cruci al role i n understanding t he moti vati on of 

e mpl oyees in multinati onal corporati ons ( MNCs ) in relati on t o leadership st yles. The t heor y 

suggests t hat human needs progress t hrough fi ve levels, from basi c physiol ogi cal needs to self-

act ualizati on. However, its practical application i n MNCs faces challenges due t o t he coexist ence 

of t hese needs levels and the need for effecti ve incenti ve manage ment ( Yuan, 2022) 

Leadershi p st yles, such as transfor mati onal, transacti onal, and laissez-faire, si gnificantl y i nfl uence 

e mpl oyee moti vati on in MNCs. Transfor mational leaders, by focusing on i ndi vi dualized 

consi derati on, i ntellect ual sti mul ati on, i nspirational moti vati on, and charis ma, can satisfy 

e mpl oyees'  basic psychologi cal needs, leadi ng t o positi ve out comes li ke trust, job satisfacti on, and 

ent husi as m for wor k (Ivana, 2020). 

Understandi ng and i nt egrating Masl ow' s t heory wi t h appropriate leadershi p st yl es can opti mi ze 

moti vati on and perfor mance a mong MNC e mpl oyees.  

Expectancy Theory 

The Expectancy Theory,  as deli neat ed i n numer ous acade mi c st udi es, serves as a process t heor y 

of moti vati on el uci dati ng t he decisi on- maki ng pr ocess of i ndi vi duals in relati on t o di verse 

behavi oral opti ons. Ori ginall y concept ualized by Vr oo m, t he theory posits that the dri vi ng force 

behi nd a behavi or ste ms from t hree funda ment al percepti ons: expect ancy, instrument alit y, and 

val ence. Expectancy entails the convi ction t hat exerted effort will result in perfor mance, 

instrument alit y pertai ns to t he belief t hat perfor mance will lead t o desired out comes, and val ence 

represents t he si gnificance an i ndi vi dual attri butes to t hese out comes. This theoretical fra me wor k 

offers i nsi ghts i nt o comprehendi ng and assessi ng e mpl oyee conduct across vari ous scenari os 

incl udi ng learni ng, decision- maki ng, attitude development, and moti vati on.  ( Mi chael, 2017)  
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The Expectancy Theory has si gnificant i mplications for i nternati onal busi nesses managi ng 

expatriate e mpl oyees. Research hi ghli ghts t hat indivi duals wit h hi gher confidence in t heir abilit y 

to live and wor k abroad are more li kel y to pursue perfor mance goals, leadi ng t o great er host 

adj ust ment and professi onal accomplishments.  

Additi onall y, the t heory emphasi zes t he i mportance of i ntrinsic moti vators like expectancy, 

intri nsic i nstrument alit y, and i ntrinsic val ence in enhanci ng moti vati on among i nternati onal 

st udents, suggesti ng t hat recogni zi ng and rewardi ng i nternal achi eve ments can i mpr ove t heir 

experience. Furt her more, the t heory' s cogniti ve medi ati on of anxi et y i mplies that actions to prevent 

negati ve events can be i nfluenced by enduri ng expectancy and val ence beliefs, i mpacti ng anxi et y 

devel opment a mong expatriates. Therefore, internati onal busi nesses shoul d consi der t hese 

moti vati onal fact ors and cogniti ve processes when managi ng expatriate e mpl oyees t o enhance 

their perfor mance and overall success ( Rei nhard, 2019).  

2. 6 Empi ri cal Revi ew  

Fact ors i nfl uenci ng motivati on  

Fact ors i nfl uenci ng motivati on i n Multi nati onal Cor porati ons ( MNCs) enco mpass a variet y of 

el e ments. Research has shown t hat fact ors such as i ncome and benefits, superi or support, wor k 

conditi ons, trai ni ng and pr omoti on opport unities, and t he nat ure of wor k play si gnificant rol es i n 

enhanci ng e mpl oyees'  moti vati on wit hi n MNCs (Doan, 2021). Additi onally, t he effecti veness of 

Hu man Resource Manage ment ( HRM) practices, incl udi ng t he ability t o transfer knowl edge and 

engage i n knowl edge shari ng, is cruci al for motivati ng e mpl oyees in MNCs. Underst andi ng and 

addressi ng t hese di verse fact ors are essential for fost eri ng a moti vat ed workf orce and promoti ng 

success wit hi n MNCs. (Paul a, 2014) 

Multi nati onal compani es pr omot e wor k-life bal ance for moti vati on t hrough vari ous strategi es such 

as i mpl e menti ng i nternal mar keti ng practices, consideri ng gender approaches, and recogni zi ng t he 

i mportance of bal anci ng personal and wor k life to enhance organi zati onal perfor mance (Isis, 

2020).  

These compani es face uni que challenges in i mplementi ng gl obal wor k-life i nitiati ves due t o 

cult ural differences and local legislati on, requiri ng a bal ance bet ween shared gui deli nes and l ocal 

adapt ati ons ( Anne, 2018).  
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Research i ndicat es t hat wor k-life bal ance acti vities not onl y benefit empl oyees by i mpr ovi ng 

mor al e, retenti on rates, and reduci ng absent eeis m but also enhance overall organi zati onal 

perfor mance, moti vati ng e mpl oyees and i ncreasi ng engage ment i n t he workpl ace . By pri oritizi ng 

wor k-life bal ance, multinati onal compani es can creat e a supporti ve environment t hat fost ers 

e mpl oyee satisfacti on, commi t ment, and producti vity.  So t he pri mar y source of i nspiration and t he 

architect of bot h bi g and s mall fir ms'  wor k environments is leadershi p. Syed Vazit h Hussai n, 

cat egorized t he leadership phil osophi es as de mocratic, aut ocratic, consultati ve, and charitabl e 

( Bass B. M., 1990) 

2. 6. 1 Job Satisfacti on  

In t he wor kpl ace, moti vation and j ob satisfacti on are strongl y related, wit h several st udi es showi ng 

a positi ve associ ation between t he t wo. Research on white-collar wor kers at BSNL i n Saharanpur   

and I T speci alists in Bengal uru bot h reveal ed a si gnificant positi ve correlati on bet ween j ob 

satisfacti on and moti vation. Furt her more, a research t hat concentrated on t he tourist sect or 

hi ghli ght ed t he i mport ance of moti vati ng behavi or in relati on t o wor k satisfacti on. A number of 

fact ors have been found to be i mport ant i n dri vi ng e mpl oyee moti vati on and job satisfacti on across 

a variet y of i ndustries, incl udi ng wor ki ng environment, recogniti on, and remunerati on packages 

(Ishfaq, 2011).  

Mor eover, the si gnificance of i ntrinsic moti vati on was e mphasi zed i n t he correlati on bet ween 

moti vati on and j ob happiness, underscori ng t he role of i nternal dri ve in augmenti ng t ot al j ob 

satisfacti on ( Mahdi, 2020). 

2. 6. 2 Re ward  

The i mpact of i ncenti ves on moti vati on levels i n bot h peopl e and organi zations varies. Co mpared 

to monet ary rewar ds, pr osai call y goal-based a war ds have been de monstrated t o i ncrease 

moti vati on, particul arl y when peopl e use an e mot ional val uati on met hod (Ada m, 2022).  

Intrinsic i ncenti ves and public servi ce moti vation are i mport ant ele ments t hat infl uence j ob 

moti vati on, bot h monet ary and non- monet ary i n nat ure. Empl oyers frequentl y deal wit h issues 

pertai ni ng t o wor ker moti vati on, well-bei ng, and career advance ment, whi ch hi ghli ght t he 

necessit y of efficient i ncenti ve progra ms t o encourage constructi ve rivalry and personal growt h 

( Yu. V., 2022).  
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Or gani zati onal i ncenti ves research has shown the si gnificance of bot h internal and external 

moti vati on i n raisi ng work moti vati on and j ob satisfaction, wit h i mport ant roles bei ng pl ayed by 

thi ngs like success and j ob security ( Neet a, 2021). An effecti ve incenti ve progra m is t hat incl udes 

bot h monet ary and non-monet ary rewar ds.  

2. 6. 3 Recogniti on 

Recogniti on is non- monet ary acknowl edg ment  of good perfor mance.  It boosts moti vati on, 

pr oducti vit y, and well-being i n e mpl oyees, as evi denced i n vari ous professional settings, i ncl udi ng 

MNCs.  Recogniti on i n the cont ext of e mpl oyee moti vati on i nvol ves t he act of appreci ati ng and 

commendi ng e mpl oyees for t heir exe mpl ary perfor mance i n ali gnment  wit h t he val ues and 

pri nci pl es of t he organi zati on, a practice often mor e i mpactful than monet ary i ncenti ves. The 

i mpl e ment ati on of well-struct ured recogniti on i nitiati ves wit hi n multi nati onal corporati ons serves 

as a critical catal yst for enhanci ng e mpl oyee moti vati on, nurt uri ng a cli mat e of constructi ve 

feedback and acti ve involve ment across gl obal workforce ( Rai ner, 2015).  

The si gnificance of e mpl oyee recogniti on cannot be overstated i n ter ms of i nspiri ng and 

incenti vizi ng e mpl oyees, especi ally hi gh performers who antici pat e recogniti on from seni or 

leadershi p, underscori ng the necessity of an effecti ve recogniti on fra mewor k wit hi n ent erprises 

( Virgi ni a, 2020). 

 Furt her more, recogniti on progra ms, i ncl udi ng t hose t hat commend organizations for fosteri ng a 

healt hy wor k environment, possess t he ability to greatl y sti mul ate empl oyers and t op-level 

executi ves t o i nvest in i nitiati ves promoti ng wor kpl ace healt h and overall well-bei ng. Moreover, 

monet ary for ms of recogniti on have been i dentified as a means t o bolster empl oyee moti vati on 

towar ds organi zati onal change, thereby facilitating t he successful i mple ment ati on of pl anned 

or gani zati onal transfor mati ons ( Ami ra, 2016).  

 

2. 7 Concept ual Frame work 

The st udy ai ms t o expl ore t he i mpact of vari ous leadershi p st yles (transformati onal, transacti onal, 

and laissez-faire leadership st yles) on moti vati on of e mpl oyees wit hi n chosen MNCs sit uat ed i n 

Addi s Ababa. A fra me wor k is established based on an ext ensi ve revi ew of existi ng literat ure and 

e mpirical research out comes. The i ndependent vari abl es consist of t he mai n t ype’s leadershi p 
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st yl es i. e transfor mati onal, transacti onal, and laissez-faire leadershi p, while the dependent vari abl e 

is the fact ors of e mpl oyees’ moti vati on whi ch are stated on t he bel ow diagra m (j ob satisfacti on, 

rewar d and recogniti on).  

 

  

 

  

 

  

 

 

 

  

 

 

 

 

 

Fi gure 6 - Concept ual Diagra m 

 

 

CHAPTER THREE 

RESEARCH METHODOLOGY 

In t his chapt er, the research met hodol ogy e mpl oyed for t his st udy is deli neated. Areas covered i n 

this chapt er encompass the research approach, research desi gn, popul ati on and sa mpli ng met hods, 
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and dat a sources. Research met hodol ogy serves as a syste matic approach to resol vi ng research 

issues and is recogni zed as t he scientific st udy of the processes i nvol ved i n conducti ng research.  

3. 1 Research approach  

Thi s st udy e mpl oyed mixed met hod for bot h variabl e quantificati on and anal ysis. The ter m 

"quantitati ve approach" is typi call y used t o refer t o any met hod of gat heri ng dat a, li ke a 

questi onnaire, or any method of anal yzi ng dat a, like graphs or statistics, that produces or e mpl oys 

nu meri cal dat a. The ter m "qualitati ve approach" is referri ng t o any met hod of data collecti on usi ng 

intervi ew and secondary dat a from schol ars literature revi ew (Joe F. Hair, 2017). 

3. 2 Research desi gn 

The research desi gn is bot h descri ptive and expl anat ory.  Accordi ng to Saunders, the causal 

relati onshi ps bet ween variabl es are descri bed by the expl anat ory research desi gn. The focus is on 

investi gati ng t he issue to cl arify how leadershi p philosophi es and wor kers'  moti vati on relat e t o one 

anot her. The purpose of descri ptive research desi gn is t o fi nd correlati ons or relati onshi ps bet ween 

particul ar variabl es. It provi des an accurat e and met hodi cal descri pti on of the facts and feat ures of 

a particul ar popul ation or regi on of i nterest. ( Dul ock. H. L, 1993)  

3. 3 Popul ati on and Sa mpli ng Met hod  

3. 3. 1 Popul ati ons of the st udy  

Consists staff level e mployees, managers and supervisors of t he si x multinati onal corporati ons. 

There are a t otal of 564 e mpl oyees wor ki ng i n t he si x organi zati ons; Huajian Shoes, Hei neken 

Br e wer y Et hi opi a PLC, Dangot e Ce ment Et hi opia PLC, Unilever Manufact uri ng PLC,  Agri Sher 

Tr adi ng PLC, Tecno Telecom Lt d. We select these compani es based on their profitabilit y i ndex 

and repetiti on in our country.   

Due t o t he hi gh cost and ti me require ments t he st udy excl uded proj ect office e mpl oyees and onl y 

those based i n Addis Ababa were consi dered. The number of e mpl oyees at their respecti ve head 

office and mai n branches in Addis Ababa are  

Tabl e 1- Target popul ation 

Huaji an Shoes 20 
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Hei neken Bre wer y Et hi opi a PLC 30 

Dangot e Ce ment Et hi opia PLC 60 

Unil ever Manufact uri ng PLC 60 

Agri Sher Tradi ng PLC 10 

Tecno Tel ecom Lt d 30 

Tot al 210 

3. 3. 2 Target popul ati on  

The sa mpl e popul ati ons were drawn from a t otal of 210 staff level e mpl oyees locat ed i n Addi s 

Ababa. There are eleven multi nati onal compani es locat ed i n t he t wo sel ected sub cities of Addi s 

Ababa; whereas t he si x co mpani es are willi ng t o partici pat e i n t he survey of this paper.  

3. 3. 3 Sa mpli ng Desi gn  

Stratified sa mpli ng was adopt ed t o draw t he sa mpl e. It di vi des a popul ation i nt o strata based on 

shared charact eristics, selecting a si mpl e rando m sa mpl e wit hi n each stratu m t o ensure adequat e 

represent ation and enhance results'  generalizability. It is a modificati on of random sa mpli ng i n 

whi ch t he popul ati on is divi ded i nt o t wo or more rel evant and si gnificant strata based on one or a 

nu mber of attri butes ( Cres well, 2018). The organi zati ons consist of groups of empl oyees cl assified 

by depart ment like Admi nistrati on, Fi nance, Producti on (operati on) secti ons based i n Addi s 

Ababa. From each stratum e mpl oyees, managers and supervisors were selected by usi ng 

conveni ent sa mpli ng.  

Based on Ya mane (1967) t he for mul a bel ow i s used t o det er mi ne t he sa mpl e size:  

  

Where = no is the sa mpl e size 

N= is t he target popul ati on size l ocat ed i n Addis Ababa  

e = is the level of precision or sa mpli ng error (0. 05), therefore t he calculat ed sa mpl e size is 138.  

Tabl e 2- Sa mpl e size distri buti on of target popul ati on 
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No  

MNCs  

Sa mpl e size 

Tot al No of 

Empl oyees  

Proporti on of sa mpl e 

1.  Huaji an Shoes 20 [(20/ 210) x 138] = 13 

2.  Hei neken Bre wer y Et hi opi a PLC 30 [(30/ 210) x 138] = 20 

3.  Dangot e Ce ment Et hi opia PLC 60 [(60/ 210) x 138] = 39 

4.  Unil ever Manufact uri ng PLC 60 [(60/ 210) x 138] = 39 

5.  Agri Sher Tradi ng PLC 10 [(10/ 210) x 138] = 7 

6.  Tecno Tel ecom Lt d 30 [(30/ 210) x 138] = 20 

 Tot al 210 138 

 

3. 4 Sources of data 
 

Pri mar y and secondary sources of dat a will be used. Pri mar y dat a will be obtai ned t hrough 

struct ured questi onnaires and i ntervi ews. Questionnaire dat a will be collected on Multi pl e 

Leadershi p Questi onnaire and moti vati on survey; in additi on t o obtai n qualitati ve insi ghts, we will 

intervi ew a subset of e mpl oyees i n-dept h. Secondary dat a is collected from books, articles, and 

ot her publicati ons as well as websites. Usi ng questionnaire will all ow respondents have adequat e 

ti me t o gi ve well thought  out ans wers. Respondents who are not easily approachabl e can also be 

reached conveni entl y ( Kot hari, 2004).  

3. 5 Dat a collecti on instrument  

The Multifact or Leadership Questi onnaire ( MLQ) is used t o st udy transformati onal, transacti onal, 

and laissez faire leadership st yles while t he e mpl oyee moti vati on survey assesses t he di mensi ons 

of moti vati on related to job satisfacti on, rewar d and recogniti on.  
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3. 5. 1 The Multifactor Leadershi p Questi onnai re ( MLQ)  

The 5X Multifact or Leadershi p Questi onnaire ( MLQ- 5X) measures leadershi p by assessi ng 

vari ous di mensi ons of leadershi p behavi or. St udies have focused on adapting and vali dati ng t he 

MLQ- 5X i n different cont exts t o ensure its reliabilit y and vali dit y. Research has shown t hat t he 

MLQ- 5X consists of multi ple fact ors, such as transfor mati onal leadershi p, transacti onal 

leadershi p, and passi ve leadershi p, whi ch are cruci al in eval uati ng leadershi p practices i n 

educati onal and organi zational setti ngs. The questionnaire' s psycho metric pr operties have been 

ext ensi vel y anal yzed t hrough fact or anal ytic methodol ogi es, confir mat ory fact or anal ysis, and 

reliability testi ng t o establish its effecti veness i n measuri ng leadershi p profiles and practices, 

pr ovi di ng val uabl e i nsights for researchers, practitioners, and policymakers i n enhanci ng 

leadershi p devel opment initiati ves and i mpr ovi ng or gani zati onal effecti veness ( Beata, 2022) 

The key co mponents of 5X MLQs  

The Multifact or Leadershi p Questi onnaire ( MLQ-5X) assesses leadershi p st yl es and behavi ors i n 

vari ous cont exts. Different st udi es have exa mi ned and vali dat ed t he MLQ- 5X i n setti ngs such as 

educati on, busi ness, and organi zati onal environment s. The key component s of t he MLQ- 5X 

incl ude transfor mati onal leadershi p, transacti onal leadershi p, and passi ve-avoi dant leadershi p 

st yl es (Juan, 2013). These components are furt her broken down i nt o specific fact ors such as 

idealized i nfl uence behavi or, attri buted i dealized infl uence, inspirational moti vati on, i ntellect ual 

sti mul ati on, and i ndi vi dualized consi deration wi thi n the transfor mati onal leadershi p st yl e. The 

questi onnaire has been refined t hrough fact or analyses, item deleti ons, and model adj ust ment s t o 

ensure its vali dity, reliabilit y, and applicabilit y in measuri ng leadershi p styles effecti vel y i n 

different cult ural and organi zati onal setting.  

Consequentl y, the rater for m of t he MLQ hol ds great er si gnificance. This particul ar for m pr ompt s 

indi vi duals under t he leadershi p (typicall y supervisees or direct reports) to eval uat e t he frequency 

of t heir leaders transactional or transfor mati onal leadershi p acti ons usi ng a 5-poi nt scale. Avoli o 

and Bass (1999) i ntroduced t he Multifact or Leadershi p Questi onnaire (6X- Short For m) for 

assessi ng Transfor mati onal Leadershi p, Transactional Leadershi p, and Laissez-faire leadershi p. 

The most recent versi on, MLQ ( 5X), has been substantiall y enhanced and i ncl udes 34 standar di zed 

items, wit h 4 items dedi cat ed t o each of t he ni ne leadershi p aspects linked to t he FRL model ( Bass 

& Ri ggo, 2006). 
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The first part will identify t he respondents’ gender, age group, and educational stat us. The second 

part consists of 34 t ypes of questi ons. The ratings for t he MLQ are not at all   (1), Once i n a whil e 

(2), Someti mes (3), fairl y often (4), frequentl y, if not al ways (5). 

Tabl e 3 - Multifact or Leadershi p Questi onnaire 

Leadershi p styl es Subscal e Ite ms  

Co mponents of   

transfor mati onal leadership  

Intellect ual sti mul ati on   

1, 2, 3, 4 

 Indi vi dual Consi derati on  5, 6, 7, 8 

 Idealized Infl uence 9, 10, 11, 12 

 Inspirational Moti vati on 13, 14, 15, 16 

Co mponents of transactional 

leadershi p  

Hu man relati ons 17, 18, 19, 20 

 Internal Process 21, 22, 23, 24 

 Openness  25, 26, 27 

 Rati onal 28, 29, 30, 31 

Lai ssez faire leadershi p   32, 33, 34 

Source: ( Bass & Avoli o, 2006) and Literat ure revie ws  

3. 5. 2 The e mpl oyees` moti vati on Survey  

The EMS eval uat es workers' attitudes and feeli ngs regardi ng t heir jobs. In order t o measure t he 

many aspects of e mpl oyee moti vati on, incl udi ng general wor ki ng conditi ons, pay and possi bilit y 

for promoti on, wor k relationshi ps, use of talents and abilities, and wor k acti vities, Saunders (2009) 

devised a survey.  

Leaders and e mpl oyees fill the questi onnaire about  their moti vati on wit h respect t o t heir j obs. The 

revised EMS di mensi ons incl udes fi ve job di mensions, wit h each havi ng co mponents. A t otal of 

si xt een questi ons are i ncluded i n t he survey. The co mponents are rated by the foll owi ng fi ve poi nt 

rater scal e. 1 = strongl y di sagree, 2 = Di sagree, 3 = neit her disagree nor agree, 4 = Agree, 5 = 

strongl y agree. The scores are calculated by summing up all the i ndi vi dual items.  

The responses t o t he EMS ite ms are numbered from 1 t o 5. Respondents can t herefore have a score 

from 1 t o 5 for each item that can be expl ai ned as foll ows:  
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Scores of 1, 2 and 3, show dissatisfacti on of an empl oyee by t he leadership st yl e of t he supervisor, 

this means t he supervisor is a transacti onal or laissez fair leader. 

Scores above 3 show satisfaction of an e mpl oyee by t he leadershi p st yl e of t he supervisor, t his 

means t he supervisor is a transfor mati onal leader. 

Tabl e 4- Empl oyees Mot ivati on Survey 

   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

3. 6 Dat a Anal ysis 

Dat a collection was conduct ed vi a cl osed-ended questi onnaires, foll owed by statistical anal ysis 

usi ng SPSS versi on 24, whi ch stands for St atistical Package for Soci al Sciences. The assess ment 

of t he questi onnaire items'  statistical reliability was carried out t hrough Cr onbach' s al pha. Vari ous 
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anal ytical tools i ncl udi ng descri pti ve, correlati on, and regressi on anal ysis were e mpl oyed t o 

exa mi ne t he dat a gat hered from t he partici pati ng empl oyees.  

3. 6. 1 Descri pti ve Anal ysis  

Descri pti ve statistics encompassed utilizi ng t he frequenci es command to vali dat e percent age 

val ues, central tendency para met ers ( mean, medi an, and mode), and dispersi on i ndi cat ors (range, 

standard devi ati on, and variance). Utilizati on of mini mu m, maxi mu m, mean, standard devi ati on, 

and percent ages ai ded in i dentifyi ng t he predomi nant di mensi ons li nked t o transfor mati onal, 

transacti onal, and laissez-faire leadershi p st yl es, and facilitated t he assess ment of e mpl oyee 

moti vati on.  

3. 6. 2 Correl ati on anal ysis 

The exa mi nati on of correl ati on was conduct ed t hrough t he utilization of a Pearson correl ati on i n 

or der t o eval uat e t he associ ati on bet ween t he independent variabl es and the dependent variabl e. 

Thi s correlati on coefficient, initiall y proposed by Francis Galt on i n t he 1880s, and for whi ch t he 

mat he matical for mul a was deri ved and published by August e Bravais i n 1844 and subsequentl y 

enhanced by Pearson, serves as a t ool t o quantify t he li near correlati on bet ween t wo st ochastic 

variabl es ( Zou H. y, Tuncali, & Sil ver man G, 2003).  

3. 6. 3 Regressi on anal ysis  

Regressi on anal ysis was perfor med i n order t o ascertai n t he ext ent to whi ch t he independent 

variabl e of leadershi p styl e can el uci dat e t he dependent variabl e of j ob satisfacti on. Vari ous 

multi ple regressi on models were e mpl oyed t o de monstrate t he infl uence of t he independent 

variabl e on t he dependent variabl e. The regressi on assumes t he followi ng equati on;  

Y= β0+ β1x1+ β2x2+ β3x3+ e  

The dependent variabl e is Y and x1, x2, and x3 are t he independent variabl es. β0, β1, β2, β3 are 

referred t o as coefficients of i ndependent variabl es.  ß0 is const ant by whi ch e mpl oyees’ 

moti vati on is i nfl uenced by ot her fact ors whi ch are not specified as i ndependent variabl es by t he 

researcher and e is a vector of errors of predicti on.   
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3. 7 Vali dity and Rel iability 

3. 7. 1 Vali dity  

As defi ned by Cres well (2003), refers t o t he ext ent to whi ch a test effectively measures what it is 

intended t o measure. It is essentiall y a measure of the accuracy and utility of the concl usi ons drawn 

from research fi ndi ngs. In order t o ensure t he research' s vali dit y, the researcher precisel y e mpl oyed 

credi bl e sources such as published st udies, literature, and recent articles that discussed fact ors 

infl uenci ng t he busi ness perfor mance of MNCs. Additi onall y, the questi ons used i n t he research 

were refi ned based on feedback from respondents, invol vi ng t he additi on, re moval, and 

modificati on of certai n ite ms. To enhance t he instrument' s precisi on furt her, a questi onnaire was 

admi nistered, incorporating standardized questi ons from vari ous reput able sources. The research 

advisor also contri buted val uabl e i nsi ghts and feedback t o fi ne-t une t he questi onnaire' s qualit y.  

3. 7. 2 Reli ability  
 

Accor di ng t o ( Kot hari, 2004), the t ool is reliabl e if it is consistent. The also undergoes reliabilit y 

tests to check t he consistency and accuracy of t he measure ments. Cronbach' s al pha was used t o 

eval uat e t he reliability of the measure ment dat a.  Thi s is a popul ar measure of t he consistency or 

credi bility of a candi dat e gr oup. Ite m Average rating 0. 8 and 0. 95 are considered as hi gh reliabl e. 

Ite m a scal e wit h an al pha coefficient bet ween 0. 7 and 0. 8 is consi dered t o have good reliabilit y, 

whil e a scal e wit h an alpha coefficient of 0. 5 is consi dered t o have good reliability 0. 6 and 0. 7 

show si mil ar reliability.  

3. 8 Et hi cal Consi derati ons  

Thi s represent t he foundati onal pri nci pl es or ethi cal benchmar ks that safeguard t he rights of 

indi vi duals engaged i n a research endeavor. They enco mpass measures i mplement ed t o guarant ee 

that the safet y and ri ghts of partici pants re mai n invi ol ate i n any regard. Consequentl y, t hese 

consi derati ons are t ypically undertaken t o ensure that research i nvol vi ng human or livi ng subj ects 

is conduct ed i n ali gnment wit h elevat ed et hical nor ms. These et hical standards enco mpass 

vol unt ary partici pati on, inf or med consent, confi dentialit y of dat a, clarit y regardi ng t he research 

obj ecti ves for partici pants, and aut horizati on from pertinent governi ng bodies such as i ndependent 

revi ew boards (I RBs) t o execut e t he research i nvestigati on ( Vi ncent, (1999)) 
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CHAPTER FOUR 

4. PRESENTATI ON AND DATA ANALYSI S  

Thi s chapt er is dedicated t o t he comprehensi ve anal ysis of t he dat a obt ai ned t hrough t he 

afore menti oned standardized i nstruments. These instruments i ncl uded t he Multifact or Leadershi p 

Questi onnaire ( MLQ) and t he e mpl oyee moti vation Sur vey ( EMS). The Multifact or Leadershi p 

Questi onnaire encompassed t hirty-four items designed t o eval uat e t hree di sti nct di mensi ons of 

leadershi p st yl es. In addition, the e mpl oyee moti vation Survey comprised ninet een items ai med at 

assessi ng specific faces of empl oyees` moti vati on,  whi ch were utilized t o expl ore t he infl uence of 

managerial leadershi p st yles on t he e mpl oyees` motivati on levels of MNCs staffs in Addis Ababa, 

Et hi opi a. 

In t he present i nvestigation, t hree disti nct leadershi p st yl es (transfor mat i onal, transacti onal, and 

laissez-faire) were scruti nized t o eval uat e t heir effects on e mpl oyees` moti vation across fi ve facets: 

pay and promoti on, use of skills and abilities, wor k acti vities, wor k relationshi ps and wor ki ng 

conditi ons. Consequentl y, the i nterrelati ons bet ween t he three identified leadershi p st yl es and t he 

five facets of e mpl oyees’ moti vati on were syst e matically quantified.  

4. 1 Response Rate  

The research sa mpl e consisted of one hundred t hirty ei ght MNC e mpl oyees selected from a target 

popul ati on of t wo hundred ten i ndi vi duals e mployed across si x MNCs  organi zati ons. These 

or gani zati ons were select ed utilizi ng purposi ve and stratified sa mpli ng met hodol ogi es, whil e 

indi vi dual e mpl oyees were chosen t hrough syst e matic rando m sa mpli ng techni ques.  

Out of t he one hundred fift y four questi onnaires di sse mi nated a mong t hese e mpl oyees, si xt een 

were not ret urned. Aft er gat heri ng t he responses fro m one hundred t hirty-eight i ndi vi duals t hrough 

surveys, we anal ysed t he data usi ng SPSS versi on-23, whi ch allowed us t o cal culate percent ages, 

average scores, standard devi ati ons, correlati ons, and strai ghtfor war d regressi on and ot her 

expl anat ory anal yses t o understand how different leadershi p st yles i nfl uence e mpl oyee moti vati on 

whi ch t ypes of t he leadershi p st yl es are practiced in t he sel ected MNCs.  
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Tabl e 5 - Response rate  

 

Nu mber of 

Questi onnaire Ret urned 

 

Tar get Nu mber of 

Respondents 

 

Response Rat e ( %)  

138 154 89. 6 

Tabl e 6- Ret urned Questionnaires  

   

               MNCs  

Pr oporti on 

of   sa mpl e 

No of ret urned 

questi onnaire 

Huaji an Shoes 13 12 

Hei neken Bre wer y Et hi opi a PLC 23 20 

Dangot e Ce ment Et hi opia PLC 44 40 

Unil ever Manufact uri ng PLC 44 39 

Agrisher Tradi ng PLC 7 7 

Tecno Tel ecom Lt d 23 20 

Tot al 154 138 

 

4. 2 Reli ability and Vali dity anal ysis  

Reliability testi ng i n dat a anal ysis is cruci al for ensuri ng t he precisi on and stabilit y of measure ment 

met hods across vari ous research cont exts. It is defined as t he ability of a test to yi el d si mil ar results 

under different conditi ons, wit h reliability coefficient ( Cr onbach’s al pha) indi cati ng t he proporti on 

of variance attri but abl e t o true differences rat her t han measure ment error ( Ol iver, 2023) . The most 

popul ar objecti ve indi cator of reliability is Cronbach' s Al pha devel oped by Lee J. Cronbach i n 

1951. The ability of an instrument t o measure consistency is known as reliability. The degree t o 

whi ch every item i n a test measures t he sa me i dea or construct is known as internal consistency, 

and it is related t o how rel ated the test' s components are t o one anot her. Before a test is used for 

st udy or eval uati on, its internal consistency shoul d be established t o guarant ee its vali dit y 

( Tavakol. M, 2011)  
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Vali dit y refers t o t he extent t o whi ch a t ool measures what it clai ms t o measure, enco mpassi ng 

vari ous types such as face, cont ent, criteri on, construct, and ecol ogi cal vali dit y ( Chittaranj an, 

2018).  

The questi onnaire has been checked by t he researcher i n ter ms of t he clarit y and readabilit y. It was 

also checked by t he respondents duri ng t he pil ot study. Cont ent and construct vali dit y of t he 

instruments was checked by experts to ensure t he relevance and overall appearance i n for matti ng 

the items. A pil ot study constit utes an i ntegral co mponent of a preli mi nary research endeavor, 

wherei n dat a is collected from partici pants who are concurrentl y engaged i n a broader 

investi gati on, t hereby facilitati ng an eval uati on of the potential viability of a subsequent proj ect 

targeti ng a specific de mographi c. Schol ars advocate t hat the sa mpl e size for a pil ot study shoul d 

enco mpass 10 % of t he antici pat ed sa mpl e intended for t he larger overarchi ng st udy ( Connell y, 

2008). Pri or t o t he dissemi nati on of t he questi onnaire t o t he entire sa mpl e cohort, a pil ot st udy was 

conduct ed i nvol vi ng si xteen e mpl oyees.  

Tabl e 7 - Reliability St atistics of t he MLQ  

Vari abl es Ite ms Cr onbach’s α 

Tr ansfor mati onal Leadershi p 16 0. 847 

Tr ansacti onal Leadershi p  15 0. 860 

Lai ssez-faire 3 0. 849 

Moti vati on 18 0. 916 

Source: SPSS survey data 2024  

Cr onbach’s al pha reliability coefficient usuall y ranges bet ween 0 and 1. When t he Cr onbach’s 

al pha coefficient is cl oser to 1. 0 t he, internal consistency of t he items i n t he scal e i ncreases. The 

lower al pha coefficient is an i ndi cat or of weak int er-ite m average correlati on or t he ite ms are 

pr ovi di ng i nconsistent and unst able results. 

Accor di ng t o Geor ge and Mallery (2003), the generall y accept ed practice is gi ven as “al pha 

coefficients t hat are greater t han 0. 9 are Excellent, 0. 8 - 0. 9 is good, 0. 7 – 0. 8 is Accept abl e, 0. 6 -

0. 7 is Questi onabl e 0. 5 – 0. 6 is Poor and Val ue less t han 0. 5 is Unaccept abl e”. (p. 231) ( Gli e m. J 

& Gli e m. R, 2003). 
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Accor di ng t o t he above reliability anal ysis all the di mensi ons have a val ue of more t han 0. 8 whi ch 

shows t he reliability and consistence of t he questionnaire is checked.  

4. 3 De mographi c characters  

Thi s part shows dat a fro m one hundred t hirty eight respondents was anal yzed and discussed. 

Partici pant e mpl oyees were request ed t o provi de infor mati on on t heir de mographi c and personal 

pr ofile. Such dat a as gender, age, educati onal stat us, and years of experience and number of 

subordi nat es under t heir supervisi on was present ed. The det ail of t he anal ysis is gi ven bel ow:  

4. 3. 1   Distri buti on of Respondents by Gender 

Out of t he tot al of 138 sa mpl e e mpl oyees Mal e were t he maj orit y 75 (54. 3%) and t he re mai ni ng 

63 (45. 7%) ware Fe mal e. The dat a i ndicat ed t hat even t hough t he number of mal e e mpl oyees is 

great er than fe mal e e mpl oyees, there was no as such great difference bet ween t he t wo of t he m.  

Tabl e 8 - Gender of respondents  

 

Ge nder Frequency Percent  Vali d Percent Cu mul ati ve Percent  

Vali d Fe mal e 63 45. 70 45. 7 45. 7 

Mal e 75 54. 30 54. 3 100. 0 

Tot al 138 100. 00 100. 0  

 

Fi gure 7- Distri buti on of respondents by gender  

(Source: SPSS survey data 2024) 
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4. 3. 2 Di stri buti on of Respondents by age 

In ter ms of age most (32.6 %) of t he e mpl oyees were in a range bet ween 31-40 years, next t o t he m 

24. 6 % were from 41-50 years, then 21. 70 % was count ed for t he young age e mpl oyees    20-30 

years, 51-60  and above 60 were (13. 80 %), (7. 2 %) respecti vel y. This i ndicates t hat most of t he 

MNC st affs are mi ddl e age.  

Tabl e 9 - Age of respondents  

 

Age  Frequency Percent  Vali d Percent Cu mul ati ve Percent  

Vali d 20 - 30 Years 30 21. 7 21. 7 21. 7 

31 - 40 Years 45 32. 6 32. 6 54. 3 

41 - 50 Years 34 24. 6 24. 6 79. 0 

51 - 60 Years 19 13. 8 13. 8 92. 8 

Above 60 Years 10 7. 2 7. 2 100. 0 

Tot al 138 100. 0 100. 0  

 

 

 

Fi gure 8 - Distri buti on of respondents by age 

Source: SPSS survey data 2024 
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4. 3. 3 Di stri buti on of Respondents by Educati on Level 

Regar di ng t he educati onal qualificati ons of t he sa mpl ed e mpl oyees, a significant proporti on, 

specificall y 95 (68. 8%),  possess undergraduate degrees, while 28 (20. 3%) hol d di pl omas. The 

prevalence of e mpl oyees wit h educati onal attai nment bel ow t he di pl oma level, as well as t hose 

wi t h Doct oral (PhD) degrees, is notabl y l ow, co mprisi ng 10. 9% and 5.1 % respecti vel y. This 

suggests t hat the maj orit y of the respondents possess qualificati ons commensurat e wit h t heir rol es 

and are endowed wit h the requisite knowl edge and skills to effectivel y execut e t heir 

responsi bilities. Tabl e 4:6 bel ow ill ustrates t he educati onal distri buti on of the respondents.  

Tabl e 10 - Educati onal distri buti on of t he respondents 

 

Educati onal Background Frequency Percent  

Vali d 

Percent  

Cu mul ati ve 

Percent  

Vali d Certificat e ( Vocati onal or 

Techni cal School) 

15 10. 9 10. 9 10. 9 

Di pl oma 28 20. 3 20. 3 31. 2 

Degree 50 36. 2 36. 2 67. 4 

Mast ers 38 27. 5 27. 5 94. 9 

PHD 7 5. 1 5. 1 100. 0 

Tot al 138 100. 0 100. 0  

 

Fi gure 9 - Distri buti on of respondents by educati onal background 

Source: SPSS survey data 2024  
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4. 3. 4 - Distri buti on of Respondents by Work Experi ence, Job positi on and Nu mber of 

subordi nates  

The tabl e bel ow ill ustrates t he ot her backgr ound infor mati on’s of t he sa mpl e respondents based 

on years of wor k experience, Job title (positi on) and no of subordi nat es under t heir super visi on 

stated i n frequency versus percent age.  

Tabl e 11 - De mographi c charact eristics of respondents by wor k experience, job positi on and no. 

of subor di nat es under t heir supervisi on 

Di mensi ons 
           

Frequency  

           

Percent age 

 Wor k Bel ow 1 year 23 16. 70 

Experience,  1 & 2 year 21 15. 20 

in your 3 & 4 year 36 26. 10 

organi zati on 5 years 28 20. 30 

 > 5 years 30 21. 70 

  Tot al 138 100. 00 

  Juni or 15 10. 90 

 Mi ddl e 28 20. 30 

 Job Positi on Seni or 50 36. 20 

 Ma nagerial Level 38 27. 50 

  Pri nci pal ( Owner) 7 5. 10 

  Tot al 138 100. 00 

No of 

subordi nat es 

under your 

supervisi on 

1-5 e mpl oyees 40 29. 00 

6-10 e mpl oyees 28 20. 30 

11-20 e mpl oyees 17 12. 30 

21-30 e mpl oyees 27 19. 60 

>30 e mpl oyees 26 18. 80 

Tot al 138 100. 00 

Source: SPSS survey data 2024 
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4. 4 Descri pti ve statistics of the vari abl es 

The descri ptive statistics of t he variabl es are shown bel ow. Thirt y four questions of MLQ and 18 

questi ons of EMS were all coded and ent ered i nto the SPSS. The central tendency para met ers 

( mean, medi an & mode) and dispersi on i ndicat ors (range, standard devi ati ons and variance) of t he 

replies of respondents on di mensi ons of leadershi p st yl es and e mpl oyees` moti vati on are present ed 

bel ow.  

Tabl e 12 - Mean and St andard devi ation of transfor mati onal, transactional and laissez fair 

leadershi p st yl es  

The comput ed mean val ues of t he di mensi ons of transfor mati onal leadership i ndi cat e t hat i dealized 

infl uence has t he hi ghest mean val ue of ( M=3. 94, SD=0. 64) foll owed by i nspirational moti vati on 

( M=3. 92, SD=0. 67), indivi dual consi derati on (M=3. 80, SD=0. 64) and intellect ual sti mul ati on 

( M=3. 72, SD=0. 64). This indicat es t hat transfor mati onal leaders consistentl y engage i n t he 

practice of i dealized i nfluence (behavi or). Such leaders are estee med, respect ed, trust ed, and 

de monstrate a hi gh degree of consistency i n t heir pr ofessi onal conduct, grounded i n funda ment al 

et hi cs and pri nci pl es. In contrast, intellect ual sti mul ati on and i ndi vi dualized consi derati on are t he 

least frequentl y i mpl e ment ed practices a mong managerial personnel. 

Di mensi ons N Mean Me di an Mode 
St d. 

Devi ation 
Vari ance Range Mi ni mu m Ma xi mu m 

Int ellect ual 

Sti mul ati on 

138     3. 72      3. 75      4. 00            0. 64        0. 41      3. 75  1 5 

Indi vi dual 

Consi deration 

138     3. 80      3. 75      3. 50            0. 64        0. 41      2. 50  1 5 

Idealized 

Infl uence 

138     3. 94      4. 00      4. 00            0. 64        0. 41      3. 50  1 5 

Inspirational 

Mot i vati on 

138     3. 92      4. 00      4. 00            0. 67        0. 45      3. 25  1 5 

Hu man Rel ations 
138     3. 84      4. 00      3. 75            0. 66        0. 44      3. 50  1 5 

Int ernal Process 
138     3. 70      3. 75      3. 75            0. 66        0. 43      3. 50  1 5 

Openness 138     3. 75      4. 00   3. 67a            0. 73        0. 54      3. 67  1 5 

Rati onal 138     3. 67      3. 75      3. 75            0. 59        0. 35      3. 50  1 5 

Lai ssez Fair 138     1. 94      1. 50      1. 33            1. 03        1. 06      4. 00  1 5 

a. Multiple modes exist. The s mal lest val ue is shown 
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The above tabl e shows that human relati ons has the hi ghest mean score co mpared t o t he ot her 

di mensi ons of transacti onal leadershi p st yles. Rational has t he lowest mean score of 3. 67 and 

standard devi ati on of 0. 59 whi ch shows t hat it is the least practiced di mensi on a mong transacti onal 

leadershi p st yl e.  

Tr ansacti onal openness refers t o how t he leader expl ai ns t he role and task require ments for 

subordi nat es as well as the perfor mance criteria and t he prizes upon accomplishi ng desired goals 

( Bass B. M., 1990).  

Tabl e 13 - Mean and St andard devi ati on of di mensi ons of moti vati on 

As i ndi cat ed i n t he above tabl e transfor mati onal leadershi p (idealized behavi or) is the most 

practiced leadershi p st yle a mong managers. Among transacti onal leaders (hu man relati on) is t he 

most practiced.  

Accor di ng t o t he above tabl es pay and promot ional pot ential takes t he hi ghest mean val ue 

compared t o ot her di mensi ons of moti vati on ( M=4. 03, SD=0. 69). Empl oyees are satisfied wit h 

wor k relati onshi ps t hey have wit h subordi nat es, with t he hi ghest mean val ue ( M=3. 97, SD=0. 85) 

compared t o ot her di mensi ons of skill and abilities cat egory, foll owed by wor ki ng conditi on wit h 

supervisors wit h mean value of ( M=3. 90 and SD= 0. 81).   

Di mensi ons N Mean Me di an Mode 
St d. 

Devi ation 
Vari ance Range Mi ni mu m Ma xi mu m 

Pay and 

Pr o moti onal 

Pot ential 

138     4. 03      4. 20      4. 40      0. 69  0. 47      4. 00  1 5 

Skill and 

Abilities 

138     3. 79      4. 00      4. 00      0. 94  0. 88      4. 00  1 5 

Wor k Acti vities 138     3. 89      4. 00      4. 00      0. 86  0. 73      4. 00  1 5 

Wor k 

Rel ati onshi ps 

138     3. 97      4. 00      4. 00      0. 85  0. 73      4. 00  1 5 

General Wor ki ng 

Conditi ons 

138     3. 90      4. 00      4. 25      0. 81  0. 65      4. 00  1 5 
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Among t he di mensi ons of EMS e mpl oyees are satisfied by t he pay and promoti on, empl oyees are 

moti vat ed wit h the relationshi p they get from t he organi zati on. Pay and promoti on pot ential has 

( M=3. 97, SD=0. 94) from this cat egory while benefits has t he hi ghest mean ( M=4. 03) and l owest 

(SD=0. 69) compared t o ot hers i n t his category. Skill and Abilities has the l owest mean val ue 

( M=3. 79) and standard devi ati on of (SD=0. 94).  

Thi s result shows t hat empl oyees are satisfied by the company’s promoti on and environment but 

there is hi gh organi zati onal politics t o get indorsed in t he organi zati on.  

The mean score and standard devi ati on for wor k acti vities di mensi on were 3. 89 and 0. 86, 

respecti vel y. Good opportunities for peri odic changes i n duties has a mean val ue of 4. 03 and SD 

of 0. 69 whi ch is great er than variet y of wor k responsi bility.  

Among t he di mensi ons degree of recogniti on for wor k achi eved has t he highest mean score of 4. 18 

compared t o ot hers showing e mpl oyee satisfacti on. 

4. 5 Correl ati on analysis  

Correl ation anal ysis is a statistical met hod used to eval uat e t he strength and directi on of t he 

relati onshi p bet ween t wo or more variabl es. It empl oys correl ati on coefficients, such as Pearson' s, 

to quantify t his relati onship, all owi ng researchers to i dentify patterns and dependenci es i n dat a, as 

seen i n vari ous fiel ds i ncludi ng manage ment, psychol ogy, and finance ( Ruslan, 2024) 

The i nt erpret ation of correlati on coefficients pertai ns t o val ues t hat range from −1 t o +1. A 

correl ati on coefficient of zero si gnifies t he absence of a syst e matic relati onshi p bet ween t he t wo 

variabl es, while a correlati on coefficient of −1 or +1 denot es a perfect linear relati onshi p. The 

degree of associ ation can vary bet ween −1 and +1.  

As t he strengt h of t he correl ati on i ncreases, the correl ati on coefficient approaches eit her ±1. 

Shoul d t he coefficient yiel d a positi ve val ue, the variabl es are sai d t o exhi bit a direct relati onshi p, 

indi cati ng t hat an i ncrease i n one variabl e is associat ed wit h an i ncrease in the ot her. Alternati vel y, 

if the coefficient shows a negati ve val ue, the variabl es exhi bit a reverse correlati on, hi nti ng t hat a 

rise i n one variabl e is linked wit h a drop i n t he other.  
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Tabl e 14 - Correl ati on anal ysis bet ween i ndependent variabl es wit h t he dependent variabl e 

( moti vati on) 

Correl ati ons of i ndependent vari abl e with e mpl oyees motivati on 

  Tr ansfor mati onal Transacti onal Lai ssez fair Mot i vati on 

Transfor mati onal 1       

0. 242       

Tr ansacti onal 0. 499** 1     

0. 129 0. 278     

Lai ssez fair -0. 284** -0. 293** 1   

-0. 144 -0. 159 1. 062   

Mot i vati on 

  

0. 316** 0. 182* -0. 255** 1 

0. 103 0. 063 -0. 174 0. 435 

**. Correl ati on is si gnificant at the 0. 01 level (2-tailed). 

Source:  Pearson Correl ati on Results from own survey data 2024 

The tabl e 14 depi cts the Pearson correlati on result bet ween t he independent variabl es whi ch is 

leadershi p st yl es ( Transfor mati onal, Transacti onal and Laissez Fair) and dependent vari abl e 

(e mpl oyees’ moti vati on). The si gnificant correlation is bet ween Transfor mati onal t o Moti vati on 

whi ch is (r=0. 316, p<0.01); this st udy tells us there is a hi gh positi ve relati onshi p bet ween 

transfor mati onal leadership st yl e and e mpl oyees` moti vati on.  

The second largest positive correlati on is bet ween transacti onal wit h moti vation wit h the (r=0. 182, 

p<0. 01); therefore, we can concl ude transacti onal leadershi p st yl e is well practiced i n t he MNCs 

of Et hi opi a next t o Transfor mati onal leadershi p styl e.  

On t he contrary, Laissez Fair styl e is not experienced a mong t he sa mpl e MNCs compani es of 

Addi s Ababa wit h a magnit ude of (r=-0. 255, p<0. 01) whi ch shows negative relati onshi p wit h 

moti vati on.  
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Tabl e 15 - Correlati on anal ysis bet ween transfor mati onal di mensi ons wit h the dependent vari abl e 

( moti vati on) 

Correl ati ons of transfor mational di mensi ons with moti vati on 

  

Int ellect ual 

Sti mul ati on 

Indi vi dual 

Consi derati on 

Idealized 

Infl uence 

Inspirational 

Mot i vati on Mot i vati on 

Intellect ual Sti mul ati on 1         

0. 413         

Indi vi dual Consi derati on 
0. 372** 

1       

0. 152 0. 406       

Idealized Infl uence 
0. 572** 0. 495** 

1     

0. 235 0. 202 0. 407     

Inspirational Moti vati on 
0. 336** 0. 342** 0. 498** 

1   

0. 146 0. 147 0. 214 0. 455   

Mot i vati on 
0. 219** 0. 187* 0. 280** 0. 272** 

1 

0. 093 0. 078 0. 118 0. 121 0. 435 

**. Correl ati on is si gnificant at the 0. 01 level (2-tailed). 

*. Correl ation is si gnificant at t he 0. 05 level (2-tailed). 

Source:  Pearson Correl ati on Results from own survey data 2024 

The above correlati on mat ri x shows t he relati onshi p bet ween di mensi ons of transfor mati onal 

leadershi p wit h each ot her and e mpl oyees` motivati on. All the di mensi ons of transfor mati onal 

leadershi p are positi vel y related wit h each ot her. Fr om t hose five di mensions Idealized i nfl uence 

and i nspirational moti vation show hi gh si gnificant correlati on (r=0. 572, P<0. 01) and (r=0. 498, 

P<0. 01) respecti vel y. 

Positi ve relati onshi p existed bet ween all di mensions of transfor mati onal leadershi p. Idealized 

infl uence, has a moderat e positi ve and si gnificant relati onshi p wit h empl oyees` moti vati on 

(r=0. 280, P<0. 01). The correl ati on bet ween i dealized behavi or wit h e mployees` moti vati on is 

strongl y and positi vel y correlated wit h (r=0. 597, P<0. 01).  

Idealized behavi or is concerned about leaders’ communi cati on about t heir most i mport ant val ues 

and beliefs wit h t heir subor di nat es; that creat es conduci ve wor ki ng environment whi ch sti mul at es 

e mpl oyees` moti vati on.   
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Tabl e 16 - Correl ation anal ysis bet ween transactional di mensi ons wit h the dependent variabl e 

( moti vati on) 

Correl ati ons of transacti onal di mensi ons with motivati on 

  

Hu man 

Rel ati ons 

Int ernal 

Pr ocess Openness Rati onal Mot i vati on 

Hu man Rel ati ons 1         

0. 437         

Int ernal Process . 557** 1       

0. 242 0. 432       

Openness . 589** . 566** 1     

0. 285 0. 273 0. 537     

Rati onal . 449** . 513** . 501** 1   

0. 175 0. 199 0. 216 0. 347   

Mot i vati on . 228** 0. 145 . 179* 0. 025 1 

0. 100 0. 063 0. 087 0. 010 0. 435 

**. Correl ati on is si gnificant at the 0. 01 level (2-tailed). 

*. Correl ation is si gnificant at t he 0. 05 level (2-tailed). 

  Source:  Pearson Correl ati on Results from own survey data 2024 

Among t he di mensi ons of transacti onal leadership Openness has hi gh significance correl ati on 

result (r=0. 589, p<0. 01) wi t h Hu man rel ati on; i n additi on Hu man relati on has t he largest positi ve 

correl ati on wit h e mpl oyees` moti vati on ranki ng (r=0. 228, p<0. 01). On the ot her si de, internal 

pr ocess and rational j udg ment of leaders shows insi gnificant relati on t o e mpl oyees` moti vati on 

whi ch scores (r=0. 145,  p<0. 01) and (r=0. 025,  p<0. 01). Therefore t his tell us e mpl oyees` 

moti vati on will decrease when leaders appl y t hese leadershi p st yl es. 

Lai ssez faire leadershi p is reasonabl y and negati vel y related wit h moti vation (r = -0. 255, P<0. 01), 

whi ch shows t hat as leaders run t hrough t his behavi or subordi nat es’ satisfacti on will decrease.  

4. 6 Regressi on anal ysis 

Regressi on anal ysis constit utes a met hodol ogical approach e mpl oyed t o el uci dat e t he 

interrelati onshi ps a mong vari ous variabl es. The pri nci pal advant ages of e mpl oyi ng regressi on 

anal ysis lie i n its capacity t o ascertai n whet her independent variabl es exhi bit a statisticall y 
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si gnificant associ ation with a dependent variabl e, to deli neat e t he relati ve infl uence of disti nct 

independent variabl e effects on t he dependent variabl e, and t o facilitate predi cti ve modeli ng.  

4. 7 Assumpti ons Testi ng i n Multi pl e Regressi ons 

Pri or t o t he executi on of a multiple regressi on anal ysis, it is i mperati ve to conduct funda ment al 

assumpti on tests perti nent to t he model. One must syste maticall y revi ew and vali dat e t hat t he fi ve 

mai n assumpti ons, specificall y nor mality distri buti on test, linearit y, multi co-li nearit y, 

ho moscedasticit y, and autocorrelation, are fulfilled t o an accept able degree. 

4. 7. 1 Nor mality Test  

As articul ated by ( H., Bande mer, 1981) mul tiple regressi on anal yses necessitate t hat t he 

independent variabl es adhere t o a nor mal distri bution. This sti pulati on i mpl ies t hat the errors must 

also confor m t o a nor mal  distri buti on. Resi dual scatter pl ots are e mpl oyed to assess t he nor malit y 

of t he resi duals. A nor mal distri buti on is t ypified by a bell-shaped curve, whi ch funda ment all y 

suggests t hat a maj orit y of observati ons congregate around t he central tendency of t he distri buti on 

(Fiel d, 2006).  

The fi gure present ed below ill ustrates t hat the resi duals confor m t o a nor mal distri buti on, as 

evi denced by t he bell-shaped hist ogra m. Furt her more, nor mality can be corroborat ed by eval uati ng 

the Nor mal P- P pl ot, where the dat a poi nts ali gn in a reasonabl y strai ght diagonal traject ory from 

the lower left to t he upper ri ght for t he dependent variabl es. This observati on i mplies t hat t he 

assumpti on of nor mality re mai ns i nt act. 

 

Fi gure 10 - Hist ogra m 

Source: SPSS survey data 2024 
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4. 7. 2 Aut o correl ati on test 

The Dur bi n- Wat son test is frequentl y used t o check for aut ocorrelation. A test statistic wit h a range 

of 0 t o 4 is generated by the Dur bi n- Wat son test. The assumpti on t hat t he residuals are i ndependent 

(or uncorrel ated) can be tested wit h it. The Durbi n- Wat son number must be near 2 i n order t o 

satisfy t his assumpti on (Fi el d, 2006). Probl e matic and concerni ng val ues are t hose t hat are less 

than 1 and great er than 3. The aut o-correlati on test has been passed si nce t he Dur bi n Wat son val ue 

of 2. 018 and t he independent errors are displ ayed in t he tabl e bel ow.   

Tabl e 17 - Dur bi n Wat son St atistics 

Model  R R Square 

Adj ust ed R 

Square 

St d. Error of t he 

Esti mat e Durbi n- Watson 

 . 360a  0. 130 0. 110 0. 62212 2. 018 

a. Predi ct ors: ( Const ant), Laissez fair, Transfor mati onal, Transacti onal  

b. Dependent Vari abl e: Moti vati on 

   

4. 7. 3 Multi-col-li nearity test  

Multi col-li nearit y refers to a statistical pheno menon i n whi ch t wo or more independent variabl es 

in a regressi on model are hi ghl y correlated. Accor di ng t o ( Guj arati, 2009) t he ter m multi-col-

linearit y is defi ned as “A situati on i n whi ch t here is an exact or nearl y exact linear rel ati on a mong 

t wo or more of t he input variabl es’’.  

A regressi on model is said t o exhi bit multi-col-li nearit y if the expl anat ory variabl es are associ at ed 

wi t h one anot her and with a li near combi nati on of t wo or more expl anat ory variabl es (Paul, 2004). 

The expl anat ory fact ors become i dentical and disrupt t he dat a if there is a hi gh correlati on bet ween 

the m. Two often used metrics t o assess how multi-colli near t he independent variabl e is wit h t he 

ot her i ndependent variables i n a regressi on model are t he Variance Inflation Fact or ( VI F) and 

tolerance.  

The i nverse of t he tolerance val ue is t he Variance Inflati on Fact or ( VI F). VI F was cal culat ed i n 

or der t o i dentify t he mul ti col-li nearit y issue. There is no si gnificant multi col-li nearit y bet ween 

the expl anat ory fact ors, as i ndicat ed by t he VI F val ues for all independent variabl es bei ng < 10.  

VI F val ues above 10 would show t he existence of multi col-li nearit y probl em.   A t olerance of less 
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than 0. 10 i ndicat es a serious col-li nearit y probl e m, whi ch means t hat t he i ndependent variabl es are 

much correlated and t he multi-col-li nearit y assumpti on is vi ol ated. From t he tabl e bel ow t he 

tolerance is great er than 0. 10 suggesti ng t hat t he assumpti on of multi col-linearit y is not vi ol ated.  

Tabl e 18 - Col-li nearit y statistics test of i ndependent variabl es 

 

Coefficients a 

 

 

Model  

Unst andardized 

Coefficients 

St andardized 

Coefficients 

t Si g.  

95. 0 % 

Confi dence 

Int erval for B 

Col-li nearit y 

St atistics 

B 

St d. 

Error Bet a 

Lo wer 

Bound 

Upper 

Bound Tol erance VI F 

Const ant 2. 794 0. 534   5. 232 0. 000 1. 738 3. 850     

Transfor mati onal 0. 358 0. 126 0. 267 2. 833 0. 005 0. 108 0. 608 0. 730 1. 369 

Transacti onal -0. 006 0. 118 -0. 004 -

0. 047 

0. 963 -0. 239 0. 228 0. 726 1. 377 

Lai ssez fair -0. 116 0. 055 -0. 181 -

2. 115 

0. 036 -0. 224 -0. 007 0. 889 1. 125 

a. Dependent Vari able: Moti vati on 

Source: SPSS survey data 2024  

4. 7. 4 Assumpti ons of homoscedasticity  

Ho moscedasticit y refers to t he assumpti on t hat t he variance of errors is const ant across all levels 

of an i ndependent variable i n statistical models, whi ch is cruci al for valid i nference i n anal yses 

such as regressi on and ANOVA.  Vi olati ons of thi s assumpti on can lead to i nefficient esti mat es 

and bi ased statistical tests. Vari ous met hods have been devel oped t o test for homoscedasticit y, 

when t he variance of errors differs at different val ues of t he Independent Variabl es, 

het eroscedasticit y is indicat ed. Ho moscedasticit y can be checked by visual exa mi nati on of a pl ot 

of t he standardized resi duals (t he errors) by t he regressi on standardized predi cted val ue (. Govi nd, 

1992)  

The conventi onal recommendati on for assessi ng the assumpti ons of homoscedasticit y wit hi n t he 

fra me wor k of regressi on anal ysis is to graph t he predicted dependent variabl e val ues agai nst t he 
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resi duals. The presence of het ero-scedasticit y is suggest ed when t hese val ues exhi bit a dispersi on 

or di vergence from l eft to ri ght or from ri ght t o left ( Osbour ne, 2002).  

The scatterpl ot i n t he fi gure bel ow de monstrates that t he poi nts are concentrated around 0 and are 

di stri but ed evenl y whi ch shows t hat no vi ol ation of homoscedasticit y exists.  

 

Fi gure 11 - Scatterpl ot of standardized resi duals 

Source: SPSS survey data 2024 

4. 7. 5 Li nearity Test and Outliers  

The pre mi se of a linear associ ati on bet ween i ndependent and dependent variabl es can be eval uat ed 

by anal yzi ng t he P- P pl ot associ ated wit h the model. A more advant ageous appr oach for det ecti on 

invol ves t he scruti ny of resi dual pl ots, whi ch represent t he st andardized resi duals as a functi on of 

standardized predicted values ( Osbour ne, 2002) 

The proxi mit y of t he points t o t he diagonal line indi cat es how cl osel y the resi duals adhere t o a 

nor mal distri buti on. The graph t hat comes next illustrates t hat t he visual exa mi nati on of t he P- P 

pl ot indi cat es a linear link bet ween t he dependent and i ndependent variabl es. This observati on 

i mplies t hat there is no i nfringe ment of t he li nearity assumpti on. Outliers can be i dentified t hrough 

the exa mi nati on of t he scatter pl ot. The scatter pl ot presented bel ow i ndi cates t hat no si gnificant 

outliers were det ect ed.  
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Fi gure 12 - Scatterpl ot of standardized resi duals for linearit y 

Source: SPSS Owen survey data 2024 

Mul ti pl e regressi ons 

Multi ple regressi on makes it possi bl e t o exa mi ne how a number of i ndependent fact ors i nteract t o 

affect a dependent variable' s val ue. Usi ng multi ple regressi on models t o test the model' s relevance 

is the pri mar y goal of t he multipl e regressi on analysis secti on. In t he multiple regressi on model, 

the i ndependent fact ors that expl ai n the dependent variabl e of wor k satisfacti on i ncl ude 

transfor mati onal, transactional, and laissez-faire dimensi ons.  

The regressi on model su mmar y is shown i n Tabl e 4. 15. To det er mi ne whet her t he regressi on 

model fits the dat a healt hy, t he tabl e displ ays t he R,  R squared, adj usted R squared, and standar d 

error of t he esti mat e.  

R val ue charact erizes t he correlati on bet ween t he independent and dependent variabl es it can also 

be consi dered t o be one of the measure of t he quality of t he forecast of t he dependent vari abl e. The 

coefficient of det er mi nation is represent ed by R squared val ue whi ch is the pr oporti on of variance 

in t he dependent variabl e that is clarified by t he predi ct or variabl es.  

Tabl e 4. 15 presents t he ANOVA result of the regressi on model. The F-ratio i n t he ANOVA t abl e 

tests if the regressi on model fits well wit h t he dat a.  

Tabl e 19 - The model summar y for t he regressi on result 
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Model  R R Square 

Adj ust ed R 

Square 

St d. Error of t he 

Esti mat e 

 . 841a  0. 743 0. 725 0. 62212 

Predi ct ors : ( Const ant), indi vi dualized consi deration, i nspirational moti vation i dealized attri but e, 

intellect ual sti mul ati on, idealized behavi or, human relati ons, internal process, openness, rati onal, 

laissez faire leadershi p styl es . 

Dependent variabl e- motivati on 

Al l t he i ndependent variabl es have been ent ered i nto regressi on anal ysis t o generat e t he predi cti ve 

model of moti vati on.  

The coefficient of multi ple det er mi nati ons val ue of R - square is 0. 743. This val ue i ndicat es t he 

pr oporti on of t he variance i n t he dependent variabl e t hat is expl ai ned by the dependent variabl e. 

Multi pl yi ng R - Square value by 100, t he model illumi nat es 74. 3% of t he variance i n t he dependent 

variabl e moti vati on.  

Bef ore runni ng t he regressi on anal ysis t he model adequacy and fit ness was checked. The overall 

si gnificance of t he model was de monstrated i n the Anova tabl e bel ow.  The model reveals a 

statisticall y si gnificant relati onshi p bet ween e mpl oyees moti vati on and predi ct or variabl es F (3, 

137) = 59. 605, p < 0. 001. The result shows t hat t he model is si gnificant and the variati on expl ai ned 

by t his model is not obtained because of a chance.   

Tabl e 20 - ANOVA result of regressi on model  

ANOVAa  

Model  

Su m of 

Squares df 

Mean 

Square F Si g.  

  Regressi on 7. 742 3 2. 581 6. 668 <. 001b 

Resi dual 51. 863 134 0. 387     

Tot al 59. 605 137       

a. Dependent Vari able: Moti vati on 

b. Predi ct ors: ( Const ant), Laissez fair, Transfor mati onal, Transacti onal  

Source: SPSS Owen survey data 2024  
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Tabl e 21 a - Coefficients of t he multi ple regressi on model result of i ndependent variabl es 

Coefficientsa 

Model  

Unst andardi zed 

Coefficients 

St andardi zed 

Coefficients 

T Si g.  

95. 0 % 

Confi dence 

Interval for B 

Col-li nearit y 

St atistics 

B 

St d. 

Error Bet a 

Lo wer 

Bound 

Upper 

Bound Tol erance VI F 

1 ( Constant) 2. 785 0. 339   8. 204 0. 000 2. 114 3. 456     

Idealized 

Infl uence 

0. 290 0. 085 0. 280 3. 407 0. 001 0. 122 0. 458 1. 000 1. 000 

2 ( Constant) 3. 228 0. 381  8. 462 0. 000 2. 473 3. 982     

Idealized 

Infl uence 

0. 240 0. 086 0. 233 2. 790 0. 006 0. 070 0. 411 0. 943 1. 061 

Lai ssez fair -0. 128 0. 053 -0. 200 -

2. 396 

0. 018 -0. 233 -0. 022 0. 943 1. 061 

a. Dependent Vari able: Moti vati on 

Source: SPSS survey result of t he model (2024)  

Tabl e 22 b - Coefficients of t he multi ple regressi on model result of i ndependent variabl es  

Coefficientsa 

Model  

Unst andardi zed 

Coefficients 

St andar

di zed 

Coeffici

ents 

T Si g.  

95. 0 % 

Confi dence 

Interval for B 

Col-li nearit y 

St atistics 

B 

St d. 

Error Bet a 

Lo wer 

Bound 
 

B 

St d. 

Error 

1 ( Constant) 2. 794 0. 534   5. 232 0. 000 1. 738 3. 850     

Transfor mati onal 0. 358 0. 126 0. 267 2. 833 0. 005 0. 108 0. 608 0. 730 1. 369 

Transacti onal -0. 006 0. 118 -0. 004 -0. 047 0. 963 -0. 239 0. 228 0. 726 1. 377 

Lai ssez fair -0. 116 0. 055 -0. 181 -2. 115 0. 036 -0. 224 -0. 007 0. 889 1. 125 

a. Dependent Vari able: Moti vati on 

 

Source: SPSS survey result of t he model (2024)  
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The equati on of t he regressi on model is Y= β0+ β1x1+ β2x2+ β3x3+ e. By rearrangi ng t he 

coefficients of t he i ndependent variabl es t he equation will be 

Y=2. 794 + (0. 358*1) + (-0. 006*2) + (-0. 116*3) + 0. 534  

Y represents e mpl oyees` moti vati on and β0, the const ant whi ch is 2. 794 and e is a vect or of errors 

of predicti on.  

The multi ple regressi on out put coefficients desi gnate t he magnit ude of t he i mpact of t he 

di mensi ons of leadershi p style on moti vati on. Therefore, the unst andardi zed bet a val ues of each 

independent variabl e t hat are det er mi ned i n t he model out put are i nterpreted as foll ows.  

Idealized behavi or i. e. one of t he di mensi on of transfor mati onal l eadershi p, has β= 0. 290 at P<0. 00. 

Thi s result proposes t hat empl oyees’ moti vati on whose e mpl oyer practice i dealized behavi or 

charact eristic i ncreased si gnificantl y by 29 percent.  Next t o i dealized behavi or Inspirati onal 

moti vati on scores hi gh β= 0. 117 at P<0. 00. On t he sa me sense, we can concl ude t he si gnificance 

of i nspirational moti vati on di mensi on is 17. 7 percent for staff moti vati on.  

Rel ati vel y from transactional leadershi p di mensi ons human relati ons has high β= 0. 125 at P<0. 00, 

the ot her di mensi ons has positi ve bet a val ue but not si gnificant t o e mpl oyees moti vati on.  

At  last, Laissez Fair leadershi p st yle has a negati ve bet a -0. 116 at p<0. 00, t hat depi cts when leaders 

exercise t his ki nd of st yle the moti vati on of e mpl oyees goes backwar d.   
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CHAPTER FI VE 

SUMMARY CONCLUSI ONS AND RECOMMENDATI ONS 

Thi s Chapt er will concl ude t he st udy by summarizi ng t he key research findi ngs in relati on t o t he 

research ai ms and research questi ons, as well as the val ue and contri buti on t hereof. It will also 

revi ew t he li mit ation of the st udy and propose opport unities for t he fut ure research.  

The survey was distri but ed for 154 sa mpl e MNCs e mpl oyee respondents, of t hose 138 

questi onnaires full y ans wered and ret urned. The study use 138 respondent dat a and anal yze usi ng 

SPSS Versi on 24 dat a anal ysis soft ware usuall y practiced by soci al science, statistical and clini cal 

st udi es. 

Thi s mai n ai ms of t his research is i nvesti gat e effects of leadershi p st yl es on e mpl oyees moti vati on 

in si x select ed MNCs l ocat ed i n Addis Ababa, Et hiopia. To t his effect the study exa mi ne:  

 Whi ch t ypes of leadership st yl es are practiced i n MNCs? 

 Di sti nguishi ng whi ch component or di mensi on of leadershi p st yle has si gnificant effect on 

e mpl oyees` moti vati on,  

 Testi ng t he level of relati onshi p of transfor mati onal, transacti onal and Laissez fair 

leadershi p st yl es t owar ds empl oyees` moti vati on.  

 Ill ustrati ng t he domi nance leadershi p st yle for e mpl oyees moti vati on 

5. 1 Summary of fi ndi ngs  

The de mographi c measure shows t hat out of 138 respondents 75 (54. 3%) are mal e and 63 (45. 7 %) 

are fe mal e.  

Maj orit y of t he respondents aged i n t he range of 31- 40, maki ng 32. 60 % of the total. 21. 7 % are 

bet ween of 21-30 t his shows t hat most of t he m are young and mi ddl e aged.   

Educati onal level of t he respondents shows t hat 38 (27. 50 %) are Mast ers’ degree hol ders and 50 

(36. 2 %) are bachel or degree hol ders.  

Regar di ng lengt h of experience i n t he organi zation; 26. 10 % of t he m have been wor ki ng i n t he 

corporati on t o 3 - 4 years while 20. 3% have 5 years and 21. 70 % have mor e t han 5 years of 

experience. These show that most of t he respondents have more t han 3 years of experience i n t heir 

respecti ve organi zati ons.  
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Job positi on and no. of subor di nat es dat a anal ysis tells us most e mpl oyees 50( 36. 20 %) are seni or 

and manage subor di nat es 40(29 %) bet ween 1 – 5 staffs under t heir supervision.  

The descri pti ve anal ysis shows t hat a mong t he leadershi p st yl es transfor mati onal has hi gh mean 

val ue 3. 8465 and SD 0. 4920, transacti onal and laissez fair scores a mean val ue 3. 7382 and 1. 9372 

respecti vel y. This result illustrates t hat transfor mati onal and transacti onal are mostl y practiced 

leadershi p st yl es i n MNCs of Et hi opi a.  

When we compare the mean and SD of di mensi ons of transfor mati onal leadershi p st yle t hat 

idealized i nfl uence has the hi ghest mean val ue of ( M=3. 94, SD=0. 64) followed by i nspirational 

moti vati on ( M=3. 92, SD=0. 67), this i ndicat es t hat transfor mati onal leaders consistentl y engage i n 

the practice of i dealized infl uence (behavi or). Such leaders are estee med, respect ed, trust ed, and 

de monstrate a hi gh degree of consistency i n t heir pr ofessi onal conduct, grounded i n funda ment al 

et hi cs and pri nci pl es. In contrast, intellect ual sti mul ati on and i ndi vi dualized consi derati on are t he 

least frequentl y i mpl e ment ed practices a mong managerial personnel.  

Among di mensi ons of transacti onal leadershi p styl e human relati ons has the hi ghest mean score 

compared t o t he ot her dimensi ons of transacti onal leadershi p st yl es on t he opposite si de Rati onal 

has t he lowest mean score of 3. 67 and standard devi ati on of 0. 59 whi ch shows t hat it is the least 

practiced di mensi on a mong transacti onal leadership st yl e.  

Bet ween t he di mensi ons of EMS e mpl oyees are satisfied by t he pay and pr omoti on, e mpl oyees 

are moti vat ed wit h the rel ati onshi p t hey get from the organi zati on. Pay and promoti on pot ential 

has ( M=3. 97, SD=0. 94) from t his category while benefits has t he hi ghest mean ( M=4. 03) and 

lowest (SD=0. 69) compared t o ot hers i n t his categor y. Skill and Abilities has t he lowest mean 

val ue ( M=3. 79) and standard devi ati on of (SD=0. 94).  

Thi s result shows t hat empl oyees are satisfied by the company’s promoti on and environment  but 

there is hi gh organi zati onal politics t o get indorsed in t he organi zati on.  

Accor di ng t o t he Pearson correlati on result the si gnificant correlati on is between Transfor mati onal 

to Moti vati on whi ch is (r=0. 316, p<0. 01); this st udy tells us t here is a hi gh positi ve relati onshi p 

bet ween transfor mati onal leadershi p st yl e and e mployees` moti vati on.  
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The second largest positive correlati on is bet ween transacti onal wit h moti vation wit h the (r=0. 182, 

p<0. 01); therefore, we can concl ude transacti onal leadershi p st yl e is well practiced i n t he MNCs 

of Et hi opi a next t o Transfor mati onal leadershi p styl e.  

On t he contrary, Laissez Fair st yle is not practiced among t he sa mpl e MNCs compani es of Addi s 

Ababa wit h a magnit ude of (r=-0. 255, p<0. 01) which shows negati ve relati onshi p wit h moti vati on.  

Fr om t hose five di mensi ons Idealized i nfl uence and i nspirational moti vati on show hi gh si gnificant 

correl ati on (r=0. 572, P<0. 01) and (r=0. 498, P<0. 01) respecti vel y.  

Positi ve relati onshi p existed bet ween all di mensions of transfor mati onal leadershi p. Idealized 

infl uence, has a moderat e positi ve and si gnificant relati onshi p wit h empl oyees` moti vati on 

(r=0. 280, P<0. 01). The correl ati on bet ween i dealized behavi or wit h e mployees` moti vati on is 

strongl y and positi vel y correlated wit h (r=0. 597, P<0. 01).  

Among t he di mensi ons of transacti onal leadership Openness has hi gh significance correl ati on 

result (r=0. 589, p<0. 01) wi t h Hu man rel ati on; i n additi on Hu man relati on has t he largest positi ve 

correl ati on wit h e mpl oyees` moti vati on ranki ng (r=0. 228, p<0. 01)  

Lai ssez faire leadershi p is negati vel y related wit h moti vati on (r= -0. 255, P<0. 01), whi ch shows 

that as leaders run t hrough t his behavi or subor di nates’ satisfacti on will decrease.  

A multi ple regressi on anal ysis usi ng ni ne independent variabl es found that leadershi p st yl es 

account ed for 74. 3% of empl oyee moti vati on variance. The model' s adequacy and fit were assessed 

by usi ng ANOVA t est, and a statisticall y si gnificant correlati on was found bet ween e mpl oyee 

moti vati on and t he predict or variabl es, indi cati ng that the variati on is not rando m chance.  
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5. 2 Concl usi on  

Based on t he findi ngs we draw t he foll owi ng conclusi ons;  

 Most respondents were young and mi ddl e age pl us t hey have required qualification, skill 

and experience for t he job. We concl ude t hat j ob fit of most sa mpl e compani es is satisfied.  

 The fi ndi ngs reflect transfor mati onal and transactional leadershi p was usually practiced i n 

MNCs, a mong t he di mensi ons of transfor mati onal leadershi p Idealized infl uence and 

Inspirational moti vati on has hi gh positi ve i mpact on e mpl oyees` moti vati on. We concl ude 

the personalit y and communi cati on of leaders with t heir subordi nat es has a great i nfl uence 

to moti vati on.  

 The st udy tries t o det ermi ne t he inter relati onshi p bet ween t he independent variabl es 

transfor mati onal, transacti onal and laissez fair leadershi p st yl e by using correl ati on 

anal ysis. From t he components of transfor mati onal leadershi p idealized infl uence and 

inspirational moti vati on has strong and positi ve correlati on wit h moti vati on (r=0. 280, 

P<0. 01) and (r=0. 272, P<0. 01) respecti vel y.  

 The t hird obj ecti ve of t his research was t o show the magnit ude of t he effect of leadershi p 

st yl es t o e mpl oyees` mot ivati on. The unst andardized bet a val ue of i ndependent vari abl e 

shows t hat an i ncrease by 1 % of Idealized Behavi or will result in 29. 0% i ncreases on 

e mpl oyees` moti vati on.  Regardi ng laissez fair and transacti onal leadershi p st yl e has 

negati ve and i nsi gnificant unst andardized bet a value of -0. 006 and -0. 116 respecti vel y.  

 Multi ple regressi on analysis was e mpl oyed t o ascertai n t he i nfl uence of independent 

variabl es. The fi ndi ngs indi cat ed t hat the model accounts for 74. 3 % of t he variance i n t he 

dependent variabl e, wit h the resi dual 11. 0% attribut able t o predi ct ors not enco mpassed 

wi t hi n this model. 

Therefore, our st udy tries t o fill the gap as t here was no several researches on t he effect of 

leadershi p st yl e on e mpl oyees` moti vati on of MNCs i n Et hi opi a.  
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5. 3 Reco mme ndati on  

 Based on t he research fi ndi ngs t he hi gh correlati on of i dealized i nfl uence and i nspirational 

moti vati on may lead to bi asness and very perti nent organi zati onal politics t o get 

pr omoti ons. Therefore, we suggest the HR t o take surprise perfor mance eval uati on and 

gi ve repetitive trai ni ngs to upgrade and bal ance t he staff capacit y.   

 Fr om t he di mensi ons of moti vati on we fi nd skill & abilities and wor k activities have l ower 

mean of moti vati on. So we recommend t he manage ment t o enhance networ ki ng, good 

governance and communication abilities bet ween depart ments usi ng technologies.  

 Empl oyee satisfacti on with benefits, flexi bility in scheduli ng, and positive relati onshi ps 

wi t h cowor kers, supervisors, and subordi nat es is a key fact or i n effective leadershi p, 

hi ghli ghti ng t he i mport ance of such fact ors i n manage ment.  

5. 4 Li mitati ons  

The i nvesti gat or e mpl oyed a Li ke heart scale questionnaire t o assess t he percepti ons of MNCs, a 

multifacet ed organi zati on comprisi ng around 1, 485 corporati ons personnel. Owi ng t o fi nanci al and 

temporal li mitations, the inquiry was excl usi vel y concentrated on t he MNC offices wit hi n Bol e, 

Akaki Kalit y and Arada sub cities of Addis Ababa utilizi ng a sa mpl e of 138 e mpl oyees. The dat a 

collection was an additi onal concern, as partici pants mi ght refrai n from provi di ng trut hful ans wers 

due t o hesitati ons regardi ng repercussi ons from t hird parties. The researcher i mpl e ment ed 

measures t o ensure confidentialit y and undert ook alternati ve re medi al strategi es t o miti gat e t hese 

identified li mit ations.  
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5. 5 Fut ure study reco mme ndati ons  

Thi s st udy focused on effects of leadershi p st yles on moti vati ons of Multi-Nati onal Cor porati ons 

e mpl oyees, this can also be st udied on different sect ors like banks, insurances or hospitals.  

In additi on, t he i mpact of cult ural difference on empl oyees` moti vati on on MNCs wit h a medi at or 

of Or gani zati onal politics can be conduct ed for future researches.   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



60 | P a g e  
 

References 

. Govi nd, S. M. (1992). Testi ng Ho moscedasti city in a t wo- way tabl e. . Bi ometri cs,, doi: 

10. 2307/2532353.  

Ada m, P. (2022). Moti vati ng Empl oyees wi th Goal ‐ Based Prosoci al Rewar ds. . Conte mpor ary 

Accounti ng Research,, doi: 10. 1111/1911- 3846. 12821.  

Ami ra, S. (2016). Can the staff recogni ti on ensure pl anned process of organi zati onal change. 

Jour nal of Or gani zati onal  Change Manage ment, , doi: 10. 1108/J OC M- 11- 2015- 0206.  

Anne, B. (2018). Case 2: Wor k-Life Bal ance i n an MNE Cont ext. doi: 10. 1007/978- 981- 13- 0399-

9_16.  

Ari e, W. K. (2016). Aspects of moti vati on: refl ections on Roy Bau mei ster’ s essay. . Moti vati on 

and E moti on, doi: 10. 1007/S11031- 015- 9534- 6.  

Ary, S. R. (2020). The Fall and Ri se of The Conti ngency Theory of Leadership. Open Access 

Jour nal Arti cl e, 479 - 496. 

Avoli o, B. J. (2013). Transfor mati onal and Chari s mati c Leadershi p. Bi ngl ey, Uni ted Ki ngdo m: 

E mer al d Gr oup Publi shi ng.  

Bar ney, J. B. (1998). On becomi ng a strategi c partner: The rol e of human resources i n gai ni ng 

competiti ve advant age. Hu man Resource Manage ment,, 31- 46.  

Bass, B. M. (1990). The impl i cati ons of transacti onal and transf or mati onal  l eadershi p f or 

i ndi vi dual, tea ms, and organi zati onal devel opment. Research i n Or gani zational 

Behavi or,, 12, 73- 113.  

Bass, B. M. (2004). Transf or mati onal l eadershi p devel op ment:. Manual for the Mul tifact or 

Leadershi p Questi onnai re Mi nd Gar den.  

Bati sta- Taran, L. S. (2009). The rol e of l eadershi p styl e i n empl oyee engage ment . Proceedi ngs 

of the Ei ght h Annual College of Educati on & GSN Research Conf erence. , 15- 20.  

Beat a, B. J. (2022). Transf or mati onal and Transacti onal Leadershi p i n the Poli sh Organi zati onal 

Cont ext: Vali dati on of the Full and Short For ms of the Mul tifact or Leadershi p 

Questi onnai re. Fronti ers i n Psychol ogy,, doi: 10. 3389/f psyg. 2.  

Chester, A. S. (1975). The effects of differenti al operati onali zati ons of l eader i niti ati ng 

struct ure:. a reconcili ati on of di screpant research resul ts., 167- 169.  

Chi ttaranj an, A. (. (2018). I nternal, External, and Ecol ogi cal Vali dity i n Research Desi gnConduct, 

and Eval uati on. I ndi an Jour nal of Psychol ogi cal Medi ci ne, vol 10. page 103.  

Cr es well, J. W. (2018). Research desi gn: Qualitati ve, quanti tati ve, and mi xed met hods 

appr oaches. Thousand Oaks, CA: SAGE Publi cati ons.  



61 | P a g e  
 

Di ana, C.- M. ,. (2022). The i mportance of transf ormati onal l eadershi p i n organi sati ons. 

SCI ENTI FI C RESEARCH AND EDUCATI ON I N THE AI R FORCE, doi: 10. 19062/2247-

3173. 2022. 23. 19.  

Doan, H. L. (2021). Fact ors affecti ng empl oyees’ moti vati on. Manage ment Sci ence Letters,, doi: 

10. 5267/J. MSL. 2020. 11.033.  

Dr., D. M. (2022). Moti vati on: A Psychol ogi cal Perspecti ve. I nternati onal Jour nal of Advanced 

Research i n Sci ence, Communi cati on and Technol ogy, , doi: 10. 48175/ij arsct-2475.  

Dul ock. H. L. (1993). Research desi gn: Descri pti ve Research, . Journal of pedi atri c Oncol ogy 

Nursi ng,, vol 10, no 4, 154- 157.  

Dušanka, Đ. A. (2020). Psychol ogi cal aspects of moti vati on i n sport achi eve ment. Seri es physi cal 

educati on and sport, doi: 10. 22190/FUPES190515044D.  

Faet h, M. (2010). Power,  aut hority and i nfl uence. Me di terranean Jour nal of Soci al Sci ences, E-

ISSN 2039- 2117 .  

Fei, D. (2021). Empl oyee Ma nage ment Strategi es of Chi nese Tel ecommuni cati ons Compani es i n 

Et hi opi a. Jour nal of Conte mpor ary Chi na, 30( 130) , 661–676.  

Fi el d, A. (. (2006). Di scoveri ng Stati sti cs Usi ng SPSS. 2nd ed., London: Sage Publi cati on.  

Fugat e, M. P. ( 2012). Managi ng empl oyee wi thdrawal duri ng organi zati onal change. The rol e of 

threat appr ai sal. Jour nal of Manage ment, 890–914.  

Fur qon, H. ( 2023). The Infl uence of Leadershi p Styl e on E mpl oyee Perf ormance Medi ated by 

Job Sati sfacti on and Moderat ed by Work Moti vation., doi: 10. 46799/ijssr. v3i 6. 393. 

I nternati onal Jour nal of Soci al Servi ce and Research, 1517 - 1518.  

Gi anl uca, B. M. (2013). Intri nsi call y Moti vated Lear ni ng i n Nat ural and Artifi ci al Systems. . doi: 

10. 1007/978- 3- 642- 32375- 1.  

Gol e man, D. (2000). Leadershi p That Gets Resul ts. Harvar d Busi ness Revie w, Vol. 78( 2), 78- 90.  

Guj arati, D. N. (2009). Basi c econo metri cs (5th ed.). . New York, NY: : Mc Gra w- Hill /Ir wi n.  

Gurvi nder, K. S. (2019). Rel ati onshi p bet ween mot ivati onal behavi or and j ob sati sfacti on of the 

touri s m sect or empl oyees. . Jour nal of emer gi ng technol ogi es and i nnovative research, . 

H. , B. (. (1981). Met hods f or Checki ng Assumpti ons i n Regressi on Model s. Bi ometri cal Jour nal , 

doi: 10. 1002/BI MJ. 4710230502.  

Hasti n, U. A. (2023). The I nfl uence of Transf or mati onal Leadershi p on Empl oyee Perf or mance 

Thr ough I ntri nsi c Moti vati on and Organi zati onal Ci ti zenshi p Behavi or as Int erveni ng 

Vari abl es: Study at the Hi gh Reli gi ous Court of Jakarta I ndonesi a. Open Access I ndonesi a 

Jour nal of Soci al Sci ences,, doi: 10. 37275/oaijss. v6i 5. 182.  



62 | P a g e  
 

Hi ll, C. W. (2019). I nternati onal Busi ness: Competing i n the Gl obal Market pl ace.  New York, NY, 

USA: Mc Gr aw- Hill Educati on.  

House, R. J. (2004). Cul ture, Leadershi p, and Or gani zati ons: The GL OBE St udy of 62 Soci eti es. 

Thosand Oaks, CA: SAGE Publi cati ons.  

I ndah, M. S. (2022). Situati onal Leadershi p Practi ces i n School: A Literat ure Revi ew. 

I nternati onal Jour nal of Current Sci ence Research and Revi ew, doi: 10. 47191/ij csrr/v5-i 7-

22.  

Ishf aq, A. (2011). Rel ati onshi p bet ween Moti vati on and Job Sati sfacti on: A St udy of Hi gher 

Educati onal I nstituti ons. . Jour nal of Econo mi cs and Behavi oral Studi es,, doi : 

10. 22610/JEBS. V3I 2. 259.  

Isis, A. D. (2020). Marketing I nterno y muj eres. balance de l a vi da coti di ana en l as Agenci as de 

Vi aj e. El Peri pl o Sustent abl e , : doi: 10. 36677/ELPERI PL O. V0I 39. 12645.  

Ivana, B. S. (2020). Transf or mati onal Leadershi p and Psychol ogi cal Needs of Empl oyees. doi: 

10. 47577/TSSJ. V7I 1. 512.  

Joe F. Hai r, J. •. (2017). Essenti al s of Busi ness Research Met hods. California, USA: Routl edge 

Tayl or and Franci s Gr oup . 

John, C. K. (2023). Measuri ng educati onal l eadershi p i n Si ngapore: re- exami ni ng the 

psycho metri c properti es of the Mul tifact or Leadershi p Questi onnai re. Fronti ers i n 

Psychol ogy, , doi: 10. 3389/f psyg. 2023. 1280038.  

John, D. S. (2018). Neur obi ol ogy and phar macol ogy of acti vati onal and effort-rel ated aspects of 

moti vati on: rodent studi es. Current opi ni on i n behavi oral sci ences, doi: 

10. 1016/J. COBEHA. 2018. 01. 026.  

Juan, M. - T. J.- G.- A. (2013). Modeli ng ML Q5X f or Innovati on and Val ue Creati on. . Soci al Sci ence 

Research Net work,, doi: 10. 2139/SSRN. 2402339.  

Kot hari, C. (2004). ‘ Research Met hodol ogy Met hods and techni ques’. Jai pur I ndi a: Coll ege of 

commerce uni versity of Raj ast han.  

Lawr ence, H. P. (1985). Fi edl er' s Conti ngency Theory of Leadershi p An applicati on of the met a-

anal ysi s procedures of Sch mi dt and Hunt er. Psychol ogi cal Bull eti n , 97( 2): 274- 285. doi: 

10. 1037/0033- 2909. 97. 2. 2. 

Lui sa, H. P.- C. (2020). Expectanci es and moti vati onal goal s of self-i niti ated expatri ates as 

pr edi ct ors of subj ecti ve assi gnment achi eve ments and success. . Management Research 

Revi ew, , doi: 10. 1108/ MRR-. 

M. , K. (2007). The Manager as Moti vat or. Connecti cut, Praegar. 

Ma hdi, S. J. (2020). The Congr uency bet ween Mot ivati on and J ob Sati sfaction i n the Cont ext of 

an Organi zati onal Envi ron ment. Jour nal of busi ness manage ment, doi: 10.12691.  



63 | P a g e  
 

Mar c, V. X.- P. ( 2021). Transf or mati onal behavi ors: I ncreasi ng wor k engage ment i n 

mul ti nati onal envi ronments. . Probl e ms and perspecti ves i n manage ment, doi: 

10. 21511/PP M. 19( 2). 2021. 41.  

Mazzetti G, S. W. (June 2022). The i mpact of engagi ng l eadershi p on empl oyee engage ment and 

tea m eff ecti veness. 1- 3.  

Mel i h, Y. :. (2023). Dur ums al Li derli k Yakl aşı mı. Deği şen Dünyada Başarı İçi n Esnek Bi r Yol , doi: 

10. 52096/usbd. 7. 29. 11.  

Mi chael, R. B. (2017). An Expectancy Theory Approach to Gr oup Coor di nati on:. Jour nal of 

Behavi oral Deci si on Maki ng, doi: 10. 1002/BDM. 1954.  

Moha mmad, Radf ar., edi ted by Chri s Colli nge. (2011). Leadershi p and pl ace. Ur ban Research & 

Pr acti ce, doi: 10. 1080/17535069. 2011. 579781.  

Mur oe, D. M. ( Composer). (2020). How t o become A Leader. [ D. M. Mur oe, Perf or mer, & D. M. 

Mur oe, Conduct or] Behamas, Fl ori da, USA.  

Neet a, B. (2021). Effect of Rewar d on Moti vati on and J ob Sati sfacti on. . doi: 

10. 4018/IJ AMSE. 2021010102.  

Ni kol aj, L. (2023). Moti vati on Resi des Onl y i n Our Language. Not i n Our Ment al Processes, doi: 

10. 1093/oso/9780197662359. 003. 0011.  

Nort house, P. G. (2021). Leadershi p: Theory and Practi ce 9th Edi ti on. Thousand Oaks, Californi a, 

USA: SAGE Publi cati ons.  

Ol i ver, C. (2023). Comment ary: Reli ability i n research. I ndi an j our nal of ophthal mol ogy,, doi: 

10. 4103/ij o.ij o_2016_22.  

Or obosa I., A. C. (2023). Abr aha m Masl ow’ s Hi erarchy of Needs and Frederi ck Herzberg’ s Two-

Fact or Moti vati on Theories I mpli cati ons f or Organizati onal Perf or mance. The Ro mani an 

Econo mi c Jour nal , doi: 10. 24818/rej /2023/85/04.  

Os bour ne, J. W. (2002). Four Assumpti ons of Mul ti pl e Regressi on That Researchers Shoul d 

Al ways Test. . Practi cal Assess ment, Research and Eval uati on,, 8( 2), 2. . 

Pad masi ri, d. S. (2014). The Psychol ogy of Moti vati on. doi: 10. 1057/9781137287557_4.  

Paul a, C. (2014). Many movi ng parts: : Fact ors i nfluenci ng the effecti veness of HR M practi ces 

desi gned to i mpr ove knowl edge transf er wi thi n MNCs. . Jour nal of I nternati onal 

Busi ness Studi es, , doi: 10. 1057/JI BS. 2013. 52.  

Pera matzi s, G. &. (2022). Herzberg’ s moti vati on theory i n workpl ace. Psychol ogy, 12( 12), 971-

978.  

Rai ner, J. S. (2015). Engage ment and Ret enti on:. Essenti al s of Rewar ds and Recogni ti on. . 



64 | P a g e  
 

Rei nhar d, P. (2019). Expectancy- val ue theory of anxi ety:. Overvi ew and i mpli cati ons, doi: 

10. 4324/9781315825199- 3.  

Ri cha, T. V. (2023). The Rel ati onshi p Bet ween J ob Sati sfacti on and Work Moti vati on i n I T 

I ndustry. I nternati onal Jour nal For Sci ence Technol ogy And Engi neeri ng, , doi: 

10. 22214/ijraset. 2023. 50669.  

Robbi ns, S. J. (2010). Or gani zati onal behavi or. Uni ted Ki ngdo m: Pearson.  

Rusl an, Z. L. (2024). Correl ati on anal ysi s of the strengt h of the rel ati onshi p bet ween the resul ts 

of moni tori ng of acci dental oil poll uti on of soil s by screeni ng met hods. . Probl e my 

upr avl eni â riskami  v tehnosf ere,, 84- 94.  

Sel va mani, L. D. (2024). "Expl ori ng the rol e of self-det er mi nati on theory and theory of pl anned 

behavi our i n understandi ng the li nk bet ween spi ritual moti vati on and uni versity-

i ndustry coll aborati on". Jour nal of Or gani zati onal Change Manage ment, 26.  

Shal a, B. P. (2021). The Conti ngency Theory of Manage ment as a Fact or of Ac- knowl edgi ng the 

Leaders- Managers of Our Ti me St udy Case: The Practi ce of the Con- ti ngency Theory i n 

the Company Avri os. Open Access Li brary Jour nal , 1- 3. 

Soi ba m, K. S. (2012). Relati onshi p bet ween Moti vati on and Job Sati sfacti on of the Whi te Coll ar 

E mpl oyees: A Case St udy. Manage ment I nsi ght, , 10. 5267/J. MSL. 2020. 11.033.  

Soudha mi ni D. (2024). A study on the effecti veness of l eadershi p on empl oyee moti vati on. 

I nternati onal Sci entifi c Jour nal of Engi neeri ng and Manage ment, , doi: 

10. 55041/i sj em01856.  

St ephen P. Robbi ns, T. A.  (2013). Or gani zati onal Behavi or 15t h Edi ti on. NewYork, USA: 

PEARS ON.  

Strat hef or d, M. (2012). Moti vati ng empl oyees. How t o keep e mpl oyees happy whil e maxi mi zi ng 

pr oducti vity., Ki ndl e Edi tion.  

Tavakol. M, D. &. (2011). Maki ng sense of cronbach’ s al pha . I nternati onal jour nal of medi cal 

educati on, vol- 2, 53- 55.  

theori es, A. M. -F. (2023). I mpli cati ons f or Organi zati onal Perf or mance. The Ro mani an Econo mi c 

Jour nal, doi: 10. 24818/rej/2023/85/04.  

Ti mot hy, A. J. (2002). Personality and l eadershi p: a qualitati ve and quanti tati ve revi ew.. Jour nal 

of Appli ed Psychol ogy, 87( 4):, 765- 780.  

Vi ncent, J. K. ((1999)). Henry Knowl es Beecher and the Devel op ment of I nfor med Consent i n 

Anest hesi a Research:. Anest hesi ol ogy,, 90( 6): 1756-1765.  

Vi rgi ni a, L. G. (2020). Does acknowl edge ment matter? An expl orat ory study of the val ue of a 

Heal thy Workpl ace Recogni ti on Sche me. Heal th Promoti on Jour nal of Australi a,, doi: 

10. 1002/ HPJ A. 299.  



65 | P a g e  
 

Wat ki ss, S. (2004). Moti vati on:. A Study of the Moti vati ons for Me mbers of a Vol unteer 

Or gani sati on. Rugby. .  

Yousef, D. A. (2000). The rol e of l eadershi p i n enhanci ng j ob sati sfacti on and organi zati onal 

commi t ment. Empl oyee Rel ati ons, 40- 56.  

Yu. V., K. N. (2022). A syste m of fi nanci al and non-fi nanci al rewar ds as a tool for i ncreasi ng 

moti vati on f or prof essi onal i mpr ove ment. Met hodol ogy and technol ogy of conti nui ng 

pr of essi onal educati on.  

Yuan, M. .. (2022). The Limi t ati on and Opti mi zati on of Masl ow' s Hi erarchy of Needs Theory i n 

Ent er pri ses’ Appli cati on. doi: 10. 54691/bcpb m. v17i. 388.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



66 | P a g e  
 

Appendi x 1 

Excl uded Vari abl esa 

Model  Bet a 

In 

t Si g.  Partial 

Correl

ati on 

Col-li nearit y Statistics 

Tol era

nce 

VI F Mi ni mu m 

Tol erance 

1 Int ellect ual Sti mul ati on . 088b 0. 872 0. 385 0. 075 0. 673 1. 485 0. 673 

Indi vi dual Consi derati on . 063b 0. 667 0. 506 0. 057 0. 755 1. 325 0. 755 

Inspirational Moti vati on . 177b 1. 878 0. 063 0. 160 0. 752 1. 330 0. 752 

Hu man Rel ati ons . 125b 1. 357 0. 177 0. 116 0. 787 1. 271 0. 787 

Internal Process . 071b 0. 826 0. 410 0. 071 0. 919 1. 088 0. 919 

Openness . 115b 1. 353 0. 178 0. 116 0. 934 1. 071 0. 934 

Rati onal -. 028b -0. 329 0. 742 -0. 028 0. 966 1. 035 0. 966 

Lai ssez fair -. 200b -2. 396 0. 018 -0. 202 0. 943 1. 061 0. 943 

2 Int ellect ual Sti mul ati on . 047c  0. 466 0. 642 0. 040 0. 652 1. 534 0. 652 

Indi vi dual Consi derati on . 071c  0. 764 0. 446 0. 066 0. 754 1. 327 0. 716 

Inspirational Moti vati on . 145c  1. 540 0. 126 0. 132 0. 733 1. 364 0. 733 

Hu man Rel ati ons . 089c  0. 961 0. 338 0. 083 0. 762 1. 313 0. 762 

Internal Process . 025c  0. 288 0. 774 0. 025 0. 868 1. 151 0. 868 

Openness . 087c  1. 025 0. 307 0. 088 0. 913 1. 095 0. 897 

Rati onal -. 056c  -0. 676 0. 500 -0. 058 0. 947 1. 056 0. 922 

a. Dependent Vari able: Moti vati on 

b. Predi ct ors in t he Model: ( Const ant), Idealized Infl uence 

c. Predi ct ors in t he Model: ( Const ant), Idealized Infl uence, Lai ssez fair 
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Ser. 

No.  

Maj or Acti vities Ti meli ness Re mark 

1.  Title Sel ecti on and concept note Mar ch 27, 2024 – 

April 30, 2024 

 

2.  Aut horizati on and preparati on of gui de 

line for t he approved research title 

Ma y 01, 2024 – May 

10, 2024 

 

3.  Preparati on of draft research proposal  Ma y 11, 2024 – 

August 10, 2024 

 

4.  Revi ew of draft research proposal by 

advisor 

August 11, 2024 – 

Sept e mber 11, 2024 

 

5.  Sub mi ssi on of fi nal research proposal  Sept e mber 12 – 30, 

2024 

 

6.  Dat a Collection  Oct ober 01, 2024 – 

Nove mber 15, 2024 

 

7.  Dat a anal ysis and i nterpret ation Nove mber 16, 2024 

– Dece mber 31, 

2024 

 

8.  Dr aft report preparati on Januar y 01 – 19 

2025 

 

9.  Dr aft report submi ssi on  January 25, 2025  

10.  Fi nal report submi ssi on   
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Cost Budget Pl an  

 

Ser. 

No.  

Descri pti on Amount i n ETB Re mark 

1.  St ati onery Items Cost  3, 400. 00  

2.  Wi - Fi Internet Cost 1, 000. 00  

3.  Tr ansportation Cost  3, 000. 00  

4.  Acco mmodati ons (l unch) Cost 4, 000. 00  

5.  Conti ngency (10 %)  1, 140. 00  

 TOTAL BUDGETED COST 12, 540. 00  
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Appendi x 2- Questionnai res  

ADDI S ABABA UNI VERSI TY 

FACULTY OF BUSI NESS AND ECONOMI CS 

DEPART MENT OF MANAGE MENT 

MASTERS OF SCIENCE I N I NTERNATI ONAL BUSI NESS 

Dear, respondents  

My na me is Mi ki yas Tekl ehaymanot and I am conducti ng a st udy entitled, "Effect of leadershi p 

st yl es on e mpl oyees’ mot ivati on: The case of selected MNCs’ i n Addis Ababa, Et hi opi a” to partial 

fulfil ment of t he requirement for t he compl eti on of M. Sc. Degree i n Internati onal Busi ness ( MI B) 

from Addis Ababa Uni versit y.  

The ai m of t his st udy is to exa mi ne t he i mpact of leadershi p st yle on e mployees` moti vati on and 

any i nfor mati on obt ai ned regardi ng wit h this st udy will be used for acade mi c purpose onl y and 

re mai n strictl y confi dential and not t o be shared to any of your organi zati on' s admi nistrat ors, 

supervisors or e mpl oyees. 

Your contri buti on t o t his wor k is val uabl e. If any cl arificati ons are needed you can cont act me at 

mi ki yast eklehaymanot @g mail. com  

Thank you i n advance for your ti me and assistance 
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Secti on 1- DEMOGRAPHI C DATA  

Pl ease fill in t he bl anks, and put t his mar k (√) t o indicat e your choi ce for these ite ms t hat have 

alternati ve responses.  

Ser. 

No.  

Descri pti on 1  2  3 4 5 

1 Sex Fe mal e     Mal e   
 

    

2.  Age 

 

    

 

(20-30) 

   

 

(31-40) 

   

 

(41-50) 

  

 

(51-60) 

    

 

( Above60)  

 

3.  Educati onal 

Backgr ound 

Certificate 

( Vocati onal/ 

 techni cal School) 

  

 

Di pl oma 

   

 

Degree 

  

 

Mast ers 

  

 

PHD 

 

4.  Wor k 

Experience, i n 

your 

or gani zati on 

 

 

Bel ow 1 Year  

  

 

1 & 2 Years 

  

 

3 & 4 Years 

  

 

5 Years 

   

Mor e 

than 

5 Years 

 

5.  Job Positi on   

 

Juni or 

  

 

Mi ddl e 

  

 

Seni or 

  

 

Ma nageri al 

Level  

 

 
Pri nci pal 

( Owner) 

 

6.  No of 

subordi nat es 

under your 

supervisi on  

(if applicable) 

 

 

1 – 5  

e mpl oyees 

  

 

6 - 10 

e mpl oyees 

   

 

11 – 20 

e mpl oyees 

  

 

21 - 30 

e mpl oyees 

  

 

Above 30 

e mpl oyees 
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Secti on A - Multifactor leadershi p questi onnai re that is used to rate leaders (ratter for m).  

Pl ease tick your preferences  

No 

 

Ite ms for rati ng e mpl oyers’ Not at 

all (1) 

Once i n a 

whil e (2) 

So meti mes 

(3) 

Fai rl y 

often(4) 

Frequentl y, 

if not 

al ways(5) 

1 Acknowl edges the distinct needs, 

compet encies, and aspirations t hat 

differentiate me from my peers.  

     

2 Invests ti me i n i nstructi ng and 

ment ori ng.  

          

3 Facilitates t he enhancement of my 

strengt hs. 

          

4 Pr ovi des i ndi vi dualized attenti on, 

rat her t han merel y recognizi ng me as a 

me mber of a collecti ve.  

          

5 Articul ates a persuasi ve vi si on for t he 

fut ure.  

          

6 Engages i n discussi ons wit h an 

opti mi stic outl ook regardi ng fut ure 

possi bilities. 

          

7 De monstrates a convi cti on t hat 

obj ecti ves will be realized.  

          

8 Speaks wit h fervour about t he 

necessary accomplishments.  

          

9 Pri oritizes t he welfare of t he group 

over personal i nterests 

          

10 Exhi bits a sense of aut hority and self-

assurance 

          

11 Fost ers a sense of pri de i n my 

associ ation wit h hi m/ her.  
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12 Act s i n ways t hat cultivat e respect 

wi t hi n me.  

          

13 Suggests i nnovati ve perspecti ves on 

how t o approach t he co mpl eti on of 

assi gnments. 

          

14 Ma kes me consi der issues from 

several perspecti ves.  

          

15 Exa mi nes i mport ant presumpti ons 

agai n to see if they make sense.  

          

16 Looks for ot her viewpoi nts for 

resol vi ng probl e ms.  

          

17 Shows genui ne concern for tea m 

me mbers'  well-bei ng.  

          

18 Recogni zes and rewards indi vi dual 

contri buti ons. 

          

19 Acti vel y listens t o team me mbers’ 

concerns and suggesti ons. 

          

20 Buil ds strong relati onships wit h tea m 

me mbers. 

          

21 Pr ovi des regul ar feedback on my 

perfor mance.  

          

22 Ensures t hat processes and procedures are 

foll owed consistentl y.  

          

23 Hol ds tea m me mbers account abl e for 

their responsi bilities. 

          

24 Encourages adherence t o organi zati onal 

policies. 

          

25 Open t o ne w i deas and appr oaches from 

tea m me mbers. 

          

26 Encourages collaborati on across different 

tea ms or depart ments. 
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27 Val ues transparency in decisi on- maki ng 

processes. 

          

28 Ma kes decisi ons based on dat a and 

obj ecti ve anal ysis. 

          

29 Sets clear goals and obj ecti ves for t he 

tea m.  

          

30 Eval uat es t he out comes of decisi ons and 

adj usts strategi es accordi ngly. 

          

31 Encourages a l ogi cal approach t o 

probl e m-sol vi ng.  

          

32 Pr ocrasti nat es i n addressing t o urgent 

questi ons                                  

          

33 Negl ects to engage when critical matt ers 

e mer ge.  

          

34 Avoi ds the process of maki ng 

det er mi nati ons.  
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Secti on B- Empl oyees` Moti vati on survey ( EMS)  

 

Ite ms 

Poor    

(1) 

Satisfact ory 

(2) 

Good                          

(3) 

Ver y 

Good( 4) 

Excellent   

(5) 

PAY AND PROMOTI ON POTENTI AL 

Job Security      

Benefits ( Healt h i nsurance, life i nsurance, etc.) 

offered 

     

Recogniti on for wor ks achi eved      

Pr omoti on Opport unities      

Sal ary offered      

USE OF SKI LLS AND ABI LI TI ES      

Support for trai ni ng & educati on      

Opport unities t o utilize your skills and 

capabilities 

     

Opport unities t o acquire ne w skills      

WORK ACTI VI TI ES      

Degree of i ndependence in wor k rol es      

Good opport unities for peri odi c changes i n 

duties 

     

Vari et y of wor k responsibilities      

WORK RELATI ONS HIPS       

Rel ati onshi p wit h subor dinates      

Rel ati onshi p wit h co- workers      

Rel ati onshi p wit h supervisor       

GENERAL WORKI NG CONDI TI ONS      

Fl exi bl e schedul e      

Hours wor ked each week      

Pai d vacati on, ti me/sick leave offered      

Locati on of wor k pl ace      

Bass and Avoli o (1989)  


