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Abstract

This study is depl oyed to exam ne the effects of leadership styles on enpl oyee notivaion wthin
six selected nultinational corporations ( MNGs) located in Addis Ababa Bhiopia The pri mary
objectives include iderntifying the leadership styles practiced examning the conponents o
leadership styles that significantly irfluence nuotivation assessing the relaionship bet ween
transfor metional, transactional, and lassez-faire leadership styles with notivation and
idertifying the domnant leadership style for enhancing enployee notivation A survey was
distributedto 154 enpl oyees, wth 138fuly conpleted responses anal yzed usi ng SPSS \ersi on 24.
To address this concern, on the theoretica literature review touches Trait, Behaviora and
Contingency or situaional approach that are related to leadership styles and regarding the
dependent variable notivation Abrahans Maslow Herarchy o need theory and expectancy
theories were dscussed The find ngs indcate that transfor metional leadership wth d nensions
such as idealized irfluence and inspiraional notivation has the nost significant positive effect
on enployee notivaion fdlowed by transactional leadership On the contrary Laissez-faire
leadership exhibited a negative relaionship with notivaion Mitipe regression analysis
confirmed that leadership styles account for 74.3% of the variance in enployee notivation wth
transfor metional leadership energing as the donmnant style The study highlights tha
organizaiona paitics and bias associaed wth leadership d nensions, particularly idealized
irfluence and inspiraional notivation may hinder far promotions. Enployees reported
satisfaction wth benefits and pronotion opportunities but indicated areas for i nprovenent in
skills developnent and work activities. Recommendations include implenenting unbiased
perfor mance eval uations, enhancing irter-departmental communication and investing in staf
traning Future research could explore leadership styles effects on aher sectors, such as
healthcare or banking and examne cutura irfluences on notivaion wthin MNGs wth

organizaional pdlitics as a nediaor.

Key words: Miti-national Corporaions (MNCs), Leadership styles, Transactional,
Transfor metional and Laissez fair, Enpl oyees’ Motivaion
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CHAPTER ONE
I NTRODUCTI ON

1 1 Background of the study

The perfor mance of a company and the welfare of its e npl oyees are largel y dependent onthe link
that exists bet ween human resources (HR), leaders, and leadership styles. The strategic rde of
human resource managenment (HRMN is to oversee the managenent of an organizations nost
i nportant asset, which is its human capitad HRM enconpasses various actiuties, including
recrut nent, selection training, perfor mance nmanagenent, and enployee relaions (Barney &
Wi ght, 1998).

Leaders, on the aher hand are individuals wthin an organization who guide, inspire, and
influence a hers toward achieving comnon goals. Leaders have a uni que personality ra her than
other people: the DNA of leaders is their atitude and attitude is a product of believe system A
true leader creates ancther leader. =~ An ar my of shiplead by alion wll d ways defeat an ar my of
lions lead by a ship because leadershi p cantransform coweredtovident worriers™ which dctates

leadership plays anin natable part inachieving organi zational goals ( Miroe, 2020).

A leader's behavior ininteracting wth their fdlowers is referred to as their leadership style It
includes aspects like motivation communication decision- naking and handling conflid.
O fferent leadership styles, such as transfor national, transactional, denocratic, auocratic, and
laissez-faire, have dstinct effects on organizational cutue, enployee engagenent, and

perfor mance outcomnes (Avolio & Bass, 1994).

According to Milyad and Rval (2009), leaders inthis day and age nust be able tothink in
additionto actingin aleadership capacity. The perfor nance of workersinside an organi zati on can
therefore be influenced by an e npl oyer's leadership style Sated differently, the way aleader leads
an organization has a significart i npact on its operations and the road to achieve organi zati onal

goals and ol ecti ves.

Additionally, notivation @& work is a critical component of a business, perhaps nore so than
leadership stle Wrk notivation according to Hindoko (2003), is a persoris personal
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circunstances that notivate themto carry out certain tasks in order to acconplish a goal
(Northouse, 2021)

An MNCis characterized as a business ertitythat functions in at least one country and gai ns nat
less than 25 %of itsincome fromgl obal actiwvties. Inthe context of Ehiopia, a miltitude of MNGCs
partake in various for ns of business actiuties, such as franchising licensing, jarnt vertures, and
Foreign Drect Invest ment (FO). This research specifically concentrates on FO ertities that exert
a consi derabl e i nfl uence on the natior's econony and ( GDP) gross donestic product ( HII, 2019).
The fdlowng are selected MNGCs™ back ground:

Huajian Shoes began produci ng shoes in B hiopiainJanuary 2012 andthe conpany nowe npl oys
2,500 people inthe country, 90% of whomare local. Higjian currently exports nore than $1m
wort h of shoes from B hiopiato Europe andthe US each nonth

Heineken Brewery B hopia started its operations in Ehiopiain 2011 by acquiring Harar and
Bedele breweries. In 2015 Heineken Bhiopia opened its largest brewery in BEhiopia & Klinto
near Addis Ababa Heinekeninvested EUR310 mllioninsetting upthis new brewery, naking it
the biggest breweryinthe country:.

Dangote GG nent Bhiopia PLC establishedin1981, is a dvision of Dangote Industries, atrade
conpany that i mports bagged cement and ot her goods. Vith a $650 nillion budget, the conpany
built a cenent part in Mugher, Ehiopia capable of producing 30% of the worlds cemnent

annuall .

Unilever Manufacturing PLC was established in 2015 in BEhiopia and is aready supporting a
grow ng net work of Bhiopian suppliers, distributors and traders. The company continues to add
capacity in local nanufacturing in Bhiopia after on shoring Soaps, Detergent Powders and
Bouillons. Lhilever Minufacturing Bhiopiaislocatedin Addis Ababa, Bhiopia

Agrisher Tradng PLC — was established in Addis Ababa Bhiopia which is engaged in

distribution of che mcals, fertilizers and aher agricultural inputs for flower far ng

Tecno Telecom Ltd a Hong Kong-based nobile nanufacturer established in 2006 launched
operations in EhiopiainSeptenber of 2011 wtha capital invest nent of norethan 1 mllion US
dollars. The invest nent launchedin Bhiopiais part of the larger danthe conpany hastoincrease

its presence onthe Arican Mur ket.
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This researchtries to address the gapin deter mning the effecti ve association bet ween leadership
style and e npl oyees notivation onthe above selected multi-national corporations.

12 Satenent of the probem

Enpl oyees have a major rde in helping the organization achieving its goals. Wien we cone to
multinational businesses ( MNCs), where nanagenent and leadership nethods are exposed to
cultural, legal, and economc environnent challenges, notivation is an essertia elenent of

organi zati onal success.

Effective leaders rely on e notional appeals to help convey their nessages. (Sephen P. Robbins,
2013). Retertion rates, enployee happiness, and organizational performance are al geatly
i npacted by leadership styles but it is still unclear howexactly different types of leadership styles
motivate peopl e inthese conplex environnents.

The subject of enpl oyee notivation has drawn a great deal of irterest from both nanagers and
scholars (Selvamani, 2024). Vithout personnel, no firmcould possiby flourish as it is wdely
understood A conpanys ahility to survive for a long period is pri marily dependent on its

wor kforce.

The managenent of expatriates along wth local enployees and the dynamcs of power inthe
process renain scares especialy inthe knowedge-intensive sectars (Fei, 2021). In practice the
langue, work ethics and cutua d nension differences create a barrier in the effective

comruni cation and notivati on of expatriates.

Leadership style has a mgjor i npact on enpl oyee nutivation, whichis agood neasure of how
well a firmis doing Numerous studies have shown howi nportant enotions and noods are to
motivate e npl oyees ontheir jobs. (Sephen P. Robbins, 2013). Miny cultural, econonic, andlegal
contexts in which multinational corporations (MNCs) operate make the relaionship bet ween
leadership styles and notivation inside these organizations even nore delicate (House, 2004)
Nort house, 2018).

Inlight of the gdobal competition for organizations to produce higher-quality products at lower
costs while still nanaging a dverse workforce, (Fugate, 2012) contend that effective enpl oyee
motivation is and has been one of the nost significant yet challenging responsihilities of
manage ment, and that its success has becorme nore consequertial nowthan ever. Wien wor kers
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areinvol vedincontributing strategi call y and effecti vel ytothe acconplishnent of significant goals
inside their businesses, they are nore likelytofeel inspired and dedi cated to the outcone.

Therefore unseeing the problem nmay result in dssatisfaction and luck of motivationto conplete
their tasks this woul d result in failure to succeed in our organizational objectives. Mst scholars
made studies onthe Hofstede's cutural d nensions nodel effects onthe practice of recruiting and
assigning of prgects in multinational conpanies. Nevertheless, the enployee notivation and
finalizing their task for long year proects of expatriates is still under question.

A lack of research has been done on MNGCs found in owr state, despite the fact that these
organi zations plays a pivotal rdeinthe economy plus should be nore involvedin addressing the
issue of leadership styies like transfor mational, transactional, and laissez-faire. These leadership
styles have been examned in Bhiopids higher education instituions, governnent-owned and

private banks, and a her governmnent irstitutions.

Tilahun Wl de, (2020) conducted a research in Factors Afecting Enpl oyees Job Mtivation: A
study on Addis Avaba Gty Road Authority the resuts denonstrate a favorable relationship
bet ween transfor mational and transactional leadership styles and workers job satisfaction The
findings also showthat workers were nmore content wth transfor mati onal leadership styles than

withtransactional ones.

Yoseph Kentiba, (2020) made aresearch onthe title I npact of leadership styie on public service
e npl oyees Job Satisfaction in Ji mma Zone the study findi ngs shows that transactional leadership
style was nat as such better predictor of job satisfaction in public organization transfor national
leadershipstyle was the Powerfu predictor of job satisfaction and Lazier faire leadership styie had
no significant 1 npacts on enpl oyees’ job satisfaction of public Sectors. Leaders who use laissez

faire leadership style, tends toreduce enpl oyee’s job satisfaction

Additional studies (Hifaelaf D, D. Yohannes) suggest there is a favorable correlation bet ween
e npl oyees job notivation and leadershipstyles. The purpose of this study isto deter mne whet her
leadershipstylein Addis Ababas Miltinational Conpanies affects workers' job notivati on

1 3 Sgnificance of the study

In basic terns, research investigations are valuable instrunents for making decisions.
Or ganizational choices may not be realisticintheir applicability or application and nay result in
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incorrect conclusions if they are nat backed by relevant research and assessments. The study was
utilized by readers, aher stakehol ders, and organizations. It maght be inportant for MNGCs
managers to inplenment new tactics, develop workable pdicies, inspire dfferent types of

motivationintheir staff, and enhance out put.

S mlar to previous studies, the conclusions and suggestions nade by this one can serve as a
benchmark for aher local researchers, the najority of whomare not particuarly interested in
studyingthe Miltinational Gorporations.

In conclusion this study could be enployed by governnental ertities such as the Ninistry of
Trade, the Invest ment (fice, and various dwl arganizations like \Wor kers Federations (CELU) to
expl ore the perspectives of Miltinational corporation enployees on their job perfor mance and
driving factors. Mreover, it possesses the patertia toinfluence the developnent of strategies

concerning the ad mnistration of human resources.
1 4 Scope or deli mitation

This research ai ns to examne the i npact of transfor mational, transactional, and laissez-faire
leadership styles onthe enpl oyees™ notivation The study applies of quartitaive nethodol ogies
(e.g, questionnaires) and qualitative approaches (e.g, irnterviews, focus groups) to amass
infor mati on fromstaff nembers and executives withinthese organizations. A mixed or enpirical
research approach wll be enployed adong wth an explanatory research design to neasure the

correl aion bet ween various d nensions of leadershi p styles and e npl oyees™ noti vati on

The geographical focus on the industry zones found in Addis Ababa Gty located in Akaki and
Lem kura Sub cities MNCs fromdi verse industries such as nanufacturing, service, technol ogy,
and nore. The study examnes different leadership styles, enconpassing transfor mational,
transactional, participative, authoritarian and laissez-faire in addition examnation of factors

I npacting e npl oyee motivation engage nent, productiuty, and wor kforce retertion

We wll try to cdlect the feed backs from various levels of denographic variables (e g, age,
gender, educational atainment, job rde) coud noderate the association bet ween leadership

approach and i ncenti ve.
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1 5 Research questions

The central research question guidingthis study is:

% How do dfferent leadershi p styles i npact the notivation of e npl oyees wthin multi nati onal
corporations in Bhiop a?

Supporti ng sub-questions incl ude:

e \Whichleadershipstyies are nost prevalent in MNCs operatingin BEhiopia?
e \What specific aspects of e npl oyee notivation are most influenced by leadership styles?
e \hat is the nagnitude of transfor mational, transactional and laissez fair leadership on

e npl oyees™ ot vati on?
1 6 C(hjectives of the study

161 Gnera ojectives
To examnetheinpact of dfferent leadership styles on e npl oyee notivation wthin multinational
corporations ( MNGs) and identifyi ng whi chleadershi pstyies nost effecti vely enhance e npl oyees’

moti vation

1 6 2 Specific Chjectives

e To examne whichleadershipstyie are most practicedin Bhiopian MNGCs

e To examne what specific aspects of enpl oyees motivation are influenced by leadership
style

e Toexamnethe magnitude of transfor mational, transactional, and laissez fair leadership on

e npl oyees™ moti vati on?
1 7 Defintion of terns

MNCs neans multinational corporations, HR (Hunan resource), HRM ( Human resource
manage nent), leadership styles, enpl oyees notivation transactional, transfor mati onal and laissez

fair.
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1 8 Qrgani zation of the thesis

The study is organized withthe fdlow ng five chapters; each has a specificand dfferent purpose:
Chapter one includes Background of the study, Statenent of the problem, Sgnificance of the
study, Scope or deli mtation, Chjectives (Gneral and Specific), Research questions, Li mtation of
the study, Qrganization of the thesis, Key terns & Definitions. The second chapter consists
Literature revewand Conceptual framework The third chapter discuss the research design and
met hodol ogy of the study. Results and discussion are discussed under chapter four. The last
chapter is about summary of najor find ngs, conclusions and recommendations.
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CHAPTER TWO

LI TRATURE REMEW

This portion of the research observes into leadership stles and work notivation wthin
multinational corporations in BEhiopia uilizing a conbination of literature reMewand e npirical
research Thetheoretical frameworkis craftedinresponsetotheidentifiedissues. The exa m nation
digs irto the heart, explanation and franeworks of leadership enphasizing the connection
bet ween leadership styies and e npl oyee notivation, on an area of MNGCs previousl y i nvesti gated

by schalars.
2.1 Gncept and defintion of leadershi p, leadershi p styles and noti vation

The nation of leadership conprises the capabilitytoinfluence and lead a collective of individuals
or an individual towards the achievenent of predeter nined goals and targets. Leaders play a
pivotal rde in motivating and energizing individuals to work towards a shared objective or
aspiration The key elements of proficdent leadership enconpass setting a coherent course of
action exercising sound decision- maki ng, and fostering a positive organi zational di nate (Furgon,
2023).

Leadershipis essertia for organizational success, influencing human resources and providing a
conpetitive advantage. Leaders nust enhance enployee notivation to engage and notivate
e npl oyees. (Batista- Taran, 2009)

Leadership plays a crucial rde ininfluencing the notivation dedication, and perfor nance of
e npl oyees in MNGs. various effective leadership styles have the patertial tofoster an at mosphere
that sti mulates enpl oyees to strive for excellence, whereas ineffective styles may conmpronse
morale and productivity. This reMew of literature del ves into the enpirical find ngs concerning
the inpact of dfferent leadership techniques on enployee notivation wthin the real m of
multinational corporations (Avnad, 2001).

Mbtivation in psychol ogy is a conplex concept defined by various auhors. . Char mvir M
Gurjar enphasizes that motivation stens frominternal desires and ai ns to sti mulate individuals
towards goal achievenent (D., 2022).
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O arte Yepes, Drisy Rocio, further toelaborate on motivation as the driving force behind wor kers
efforts to achieve organizational goals, influenced by individual needs and various motivational
theories such as Mslows hierarchy of needs, M dellands Theory, Herzberds Two Factor
Theory, Xand Y Theory, and Expectancy Theory (Dr., 2022).

Additionally, Sella VEllington Igonibo highlights the significance of notivation in education,
stressing its rde in enhancing teaching and learning environnents to inprove academc
perfor mance by fostering student irterest and teacher efficency (N kolg, 2023).

Al of these viewpoints e nphasize howi nportant notivation is in determ ning behavior, goal -
directed behaviars, and productivity in educational and corporate contexts and the drect
relationshi p bet ween leadership styles and e npl oyees™ nuti vation

2 2 Theoreticd Rview

Leadershi p approaches

Trait approach: This leadership approach, based on the belief that leaders possess inherent
characteristics that dstinguish themfrom non-leaders, is a fundanental concept in leadership
studies. Geat nen were said to be nade of these peopl€s innate atributes. Under the trait
approach, each persorts uni que physical and psychol ogical characteristics were takenirnt o account
as possible leadership nmarkers (Ti ot hy, 2002).

Nevertheless, current researchers articdate that the inportance of personality traits
consciertiousness, intiaive and persistence in effective leadership indcating that these play a
crucia rdein perceptions of leadership energence and effectiveness. Therefore, traits a one do
not guarantee leadership success; it should be properly natched wth the situation of the

corporation or organization at hand

Behavioral approach: This leadership approach dictates effective leadershipis deter mned by
specific behavi ors rather thantraits. Chio Sate Lhiversity carried out a number of studies known
asthe " Chio Sate Judies"inthe late 1940s and early 1950s wththe goal of identifyingleadership

traits and howthey affected group perfor nance.
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The Chio Sate Sudiesidentifiedtwo key d mensions of leadership behavior:

Intiaing structure (Task Oriented): Intiaing structure invol ves aleader organizing work setting
goals, and defining rdes, often being drective. This focus on effidency and productivityis crucial
for leaders; concluding that notivation (satisfaction) is correlated wth perfor nance (Chester,
1975)

Consideration (People Qierted): onthe ather hand, focuses on buil ding relationshi ps, supporting
team e mbers vell-being, and show ng enpathy. This approach fosters trust, calaboration and
addresses personal and social needs. Uhderstanding these d nensions of leadershipis crucial for

understandi ng group dynamcs and perfor nance. (Chester, 1975).

To give additional insight, researchers of Uhiversity of Nichigan studies the significances of
separatingthese t wo ki nds of leadershi p approaches by exa mning howleaders engaged wththeir
teans and what natters tothem nost. Qrganizations nust be aware of the differences bet ween
producti on-oriented and e npl oyee- oriented | eadershi p as these differences can affect productivity,
wor k satisfaction, enployee motivation and overall organizational perfor mance. To foster a
healthy work a nosphere and attain the best outcomnes, leaders nust strike a balance bet ween
attendi ngtothe needs of their team e mbers and concentrating on duties (Chester, 1975)

Li mtation of this approachis it does na account for situational variables i.e the behavior that fits
for one corporation may not work for the a her.

Contingency or Stuational Approach: The Contingency Theory of Leadership was devel oped
by Fred Heder in 1958 during his research on the effectiveness of the leader in group situations.
Heder believedthat hiseffectiveness inlead ng depends on contrdlingthe situation andthe style
of Leadership. This leadership approach depends on the fit bet ween the leader’s style and the
situation (Shala, 2021).

The significance of Contingency and situational leadershi p approaches liesintheir pvotal rdein
respondi ng to dynamc environnents and critical situations, as el uci datedin scholarly works. The
Contingency Theory of Leadership enphasizes the i nmportance of leadership styles being in
alignnent wth the surroundi ng context, particularly during ti nes of crises such as the Cowvid-19
pande mc. ( Mlih 2023)

10| Page



Conversel y, situational leadership entails leaders adapting their conduct and approach accor ding
tothe evolving requirements of the teamor organization nurtuwing nalleability and adaptability
inleadership nethodol ogies. (Indah, 2022)

Bot h net hodol ogies underscore the i nportance of leaders de monstrating sensitivity towards the
needs of their teans, effectively gudingthem and bolstering notivation and perfor nance wthin
organi zational settings. Through conprehension and application of these strategies, leaders can
effectively naneuver irtricate scenarics, steer towards success, and acconplish objectives in

swftly changi ng and demandi ng environments. (Ary, 2020)

Fieder's (ontingency Mbdel: explains leadershi p effecti veness depends onthe natch bet ween
the leader’s style (task-oriented or relaionshi p-oriented) and situational favorabl eness.

Hersey and Banchards Stuational Leadership Theory: this theory believes Leaders must
adj ust their style (telling selling participating delegating) based on fdlowers’ readi ness/ nat urity.

Path- Gal Theory: According to (Lawence, 1985) Leaders nust adapt their style (drective,
supportive, partic pative, and achieve nent-oriented) tofit the fdlowers and the task

2.3 Leadershi p nodels

Leadershipis aconplex process invol ving aleader communi cating ideas, gai ning acceptance, and
motivating folowers. There are three types of managerial leadership skills. technical skills,

interpersonal skills, and decision- maki ng skills.

Technical skills should ideally focus on the use of nethods and procedures to conplete atask
irterpersonal skills, on the aher hand, are limted to the capacity for understanding,
communicating and cooperating wth people and groups via the developnent of strong
connections. The last component of decision- making ahilities is the capacity to concept ualize

circunstances, choose among options, resa ve issues, and seize opportunities (Faeth 2010).

Levels of examnationinleadershiptheory consist of three main categories: indvidual, group, and
organi zational. These categories are intricately connected, asthey rely on each aher for support

and influence. The irterrelationship bet weenthese three levelsis depictedin Agure 1
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FHgure 1- Interrelaionships anmong levels of leadershi p anal ysis

2 31 Transactional leadershi p

The transactional leadership style conprises three essentia conponents: cortingent reward,
manage ment-by-exception (active), and nanage ment-by-exception (passive). Leaders fdlow ng
this style uilize contingent rewards to commnunicate perfor nance expectations totheir fdlowers
and acknowedge commendable perfor mance. They adhere to the belief that contractual
agreenents serve as primary notivators and leverage extrimsic rewards to boost fdlowers
motivation Scholarly works have pointed out that the transactional style coul d patentialyinhibit
creativity and have a detri nental inpact on enployees job satisfaction Mnage nent-by-
exception invol ves leaders responses to pronptly identifying deviations from the expected
behavi or of fdlowers ( Bass, 1985).

The uilization of bath methodol ogies varies depending on the circunstances and the specific
context. Instances that invol ve a high level of accuracy, specialized know edge, ti ne constrairts,
especialy in technol ogy-driven settings, cal for transactional leadership Conversely, in
environnents that prioritize human irteraction aim ng toinfluence fdlowers through notivation
and by acknow edging their enotions based on shared objectives, beliefs, and principles, the
preferred approach is transfor nati onal leadership ( Mic Gegor Burns, 2003).

Contingent Reward enphasizes the atainnment of oucones through leadership Hinans tend to

value tangible, material rewards inreturnfor their contributions, leadingtothe energence of this
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approach  Wiile transformational leadership focuses on recognizing individual capabilities and
fostering enthusias mthrough enotional connections, values, and belief systens, transactional
leadership pronotes conpliance by cateringtothe desires and needs of individuals (Bass B M,
2004).

Managers enploying contingent reward are responsible for guiding enployees to ensure task
conpletion Inessence, key conmponents of contingent rewardinvol ve performance-based naterial

incentives, providing guidance, fosteringreciprocity, and instilling confidence wthinthe team

Manage ment by Exception (Active) is nat synonymous wthlaissez-faireleadership as it does nat
entail a hands-off approach Leaders who practice active nanage nent by exception denonstrate
confidence intheir enployees to fufill tasks to a satisfactory standard and avoid unnecessary
disruptions. This leadership style does nat necessarily inspire enpl oyees to exceed expected
outcones; however, achieving targets signifies the effectiveness of the system leading to
contert nent and the continuation of regular operations (Bass B M, 2004)

Hgure 2- Transactional Leadership Syle (Ne maei, 2012)

There is a naticeable absence of innovation risk-taking, novel perspectives, o transfor mative
strategies anmong leaders who adopt manage ment by exception This approach aligns wth a change
culture driven by identified needs. To summarize, active manage ment by exception invol ves trust

inenpl oyees, li nited communi cation, preservation of the status quo, and a lack of assertiveness.

Managenent by Exception (Passive): “It is the style of transactional Leadership in which the
leaders avai d specifyi ngagree nent, and fail to provi de goals and standar ds to be achieved by staff.
Soneti nes, a leader waits for things to go wong before taking action” the conpeting val ue
framewor k (CVF) nodel was devel oped initially fromresearch conducted onthe major indicators
of effective organizations. The CVF nodel has been tested and validated nore than the o her

models inacade mc literature.
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Hgure 3- CVF Mdel of effectiveness

2 3 2 Transfor mational Leadership

The transfor mational approach is a nethodol ogy utilized by leaders that emphasizes innovation,
creativity, and positive change wthin organizations and encourages confidence, decision making
and autonomy anong subordinates (ana, 2022). It ducidates the manner in which leaders can
gui de and catal yze pivatal dterations wthina conpany or group. This approach put e nphasis on
the strategies through which leaders can ignite motivation and drive wthintheir teamto realize

natewort hy transfor nati ons inthe organi zati on

Transfor mational leadership is highly val ued in multinational corporations due to its positive
i npact on organizational cuture, enployee engage nent, and perceived effectiveness. Research
ind cates that transfor mational leaders inspire and nutivate e npl oyees, fostering innovation and
creativity wthinthe organization ( Mirc, 2021)

Transfor national leadership positively influences enployee notivation through enhancing
irtrinsic notivation and organizational dctizenship behavior, uti nately inproving enpl oyee
perfor mance ( Hastin 2023)
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Sidani (2007) asserts that there exist four essertial elenents wthin transfor mational leadership
nanely idealized influence, irtellectual stimulation inspirational notivation and indivdual
consideration The inplenmentation of each of these conponents equips nanagers wth the
necessary toals to effectivel y e npl oy this leadershi p approach wthinthe organizational setting

Idealized influence: pertains to managers who serve as exenplary rde nodels for their
subordinates. Mnagers who exhibit idealized influence are able to cultivate trust and garner
respect fromtheir subordnates, enabling them to nake infor med decisions that benefit the

or gani zation

Intellectual i mul ation: Mnagers denonstrating Irtellectual i mulation are characterized by
their propensity to foster innovation and creativity by questioning the conventional beliefs or
perspectives wthin a group. Through this approach, they cultivate a cuture of critical thinking

and problemsadving ai med a enhanci ng organi zational perfor nance.

Inspirational notivation: refers to supervisars who inspire subordinates to dedicate the nsel ves
tothe conpany s mission. To achieve the organizatioris objectives of hi gher revenue and mar ket
expansion, nanagers Who possess inspiring notivation foster a sense of teamwor k anong their

subor di nat es.

Ind vidual corsideration: refers to supervisors who serve as nentors and counsel ors to their
subordinates. Wien nanagers show concern for each enpl oyee, they notivate staff ne mbers to
achi eve obyjectives that benefit the conpany as awhole.
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2 33 Laissez —fareleadership (LF)

"Laissez-faire leadership" describes a detached style of leadership in which team ne nbers get
little direction fromtheir bosses. Sudies have shown that this kind of witing can be har nful in
several situations. The book "Leadershi pin HAace™ hi ghlights the val ue of leadershi pin educational
environnents and provides exanples of many successful leadership phil osophies ( Mbha mnad,
Radfar., edted by Chris Collinge, 2011).

Further more, as Qiver Mallet’s study dscusses, the dynamc nature of work settings is changi ng,
and in order to guarantee productivity and navi gate these shifting places, leaders nust be invol ved

and flexible

While autonomy and trust are essertial conponents of laissez-faire leadership it is crucial for
leaders to strike a balance bet ween provi d ng freedomand offering support to foster growt h and

success wthintheir teamns.

Leaders that practice laissez-faire showlittle irterest ini nportant organizational issues and have
atendency to put off respondingto pressing problems. Sudies showthat executives who practice
laissez-faire pay the least aterntion to task conpletion and productivity (Anderson & M Coll-
Kennedy, 2005).
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The laissez-faire leadershipstyeis characterized by a basic avoi dance of participation Followers

who engage inthis avoi dance strategy get extre nely frustrated and have | ow self-estee m

LAISSEZ-FAIRE TRANSFORMATIONAL

Hgure 5- Denonstration of the laissez - Faire, Transactional and Transfor national leadership
styles

2 4 Mtivation

Mbtivation according to (Vdtkiss, 2004), is the neans of persuading someone to do action A
large portion of what notivates people is the idea of a possible reward or the resut of doing
nothing The factor that motivates peopleto act isthe satisfaction (or neeting) of their own wants,
whi ch gives themthe drive tofinishthe work a hand.

Mbtivation enconpasses a miltitude of d nensions, such as the rde of notivation in cognitive
processes, the orign of motives fromfundanmental needs, the cognitive representation of notives

in nenory, andthe concept of free wll ( Aie 2016).

Moreover, nutivation entails the allocation of effort, activation of behavior, and decisi on- maki ng
based on effort, where organisns assess the rewards of sti muli in comparison to the costs
associated wththem often invol ving neural drcuits like the nesoli nbic dopam ne syste m(John
D S, 2018).

Inthe real mof sports acconplishment, notivation assunes a critical psychol ogical function wth
strategies like goal establishnent, cognitive restructuring and visualization frequently uilized to
inspire ath etes, underscoringthe i nportance of coaches inthe endeavor ( Dusanka, 2020).

Additionally, notivation can be instigated by physidogical conditions such as hunger as well as
psychol ogical elenents like wshes and notives, guid ng indvidualstoward positive or negative
obj ectives, illustratingthe intricate and adaptabl e nat ure of notivational stimuli (Padmasiri, 2014).
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To encourage ahers, it is necessary to understand how notivation works. The practice of
rewardi ng enpl oyees wthincentives is nat arecent one. The crucia pant is to recognize that
peopl e dffer fromone anot her andthat notwo people are driveninthe sane nanner. Snce people
react dfferently, corporations should use several motivational strategies. To encourage a hers, it
IS necessary to understand how notivation works. The practice of rewarding enployees wth
incentives is nat arecert one. The crucia pairt isto recognizethat people differ fromone anat her
andthat notwo people are driveninthe same manner. Snce people react dfferently, corporations
shoul d use several motivational strategies (Sratheford 2012).

People dffer from one ancther in terns of their skills, irtelligence, character, atitudes, and
influence fromtheir environment. Consequently, their needs and desires, which have ani npact on
their motivation are alsogoingto vary. In order to provide incertives tofufill the irterests of the
peopl e they wshto encourage, conpanies must thus eval uate what these individuals regardto be
significant. Accordingto Nichael Kath (2007), there are two dfferent kinds of motives one is

Internal andthe ather Bderior desires

Internal desire orintrinsic notivationis a natural feelingthat cones from wthin and drives a
person to work towards goals wthout being influenced by external factars like noney, focusing
on needs li ke security, social connections, and personal grow h Techni ques for i mprowvi ngirtrinsic
motivation are Challenges, Autonomy, Pronotion, Learning and Job or rde design

External desire or extrinsic notivation extrinsic notivation orignating fromexternal sources
rather than intrinsic factors, significantly influences individuals, exenplified by efforts such as
organizing a staff retreat to boost productiuty, which can yield noteworthy results. The effects of
extrinsic notivation along wth the strategies empl oyed, denonstrate pronpt and substartial

outcones; however, sustai nability over an extended periodis not guaranteed
Techniques for i nproving external mnotivation are:

Rewards: the nost effective approach of extrinsic incertive is rewarding staff. By providing
monetary bonuses, incentives, gfts, and a her types of recognition organizations nay encourage
good perfor mance. Positive feedback fromthese awards notivates staff me nbers to do well in

their positions.
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Increasi ng pay: is indeed a powerful tod used by organizations to notivate enpl oyees. Mny
enployees perceive salary increases as a significant source of notivation Wen their

conpensation i nproves, it reinforces their commtment and encourages better perfor nance.

Pronotiornt is aso a very significant strategy to encourage an enployee since professional

progressionis highlyi nportant to e npl oyees and every e npl oyee wantstogrowin hisjob
2.5 Theories of Mtivation

Motivation has been a key area of irterest in the field of organizational psychol ogy and
manage ment research, resulting inthe for mulation of multipe theories designed to darify the
underlying nechanisns of individuals deter mnation to achieve particular objectives. Early
moti vational theories predom nantly concentrated on fundanental hunan needs and the irtrinsic
factors propelling behaviour. Cne semnal theory, Aoraham Mslows Herarchy of Needs, put
forthin 1943 suggests that indviduals are incentivized by a hierarchical progression of needs,
commencing wth essentia physid ogical requirements like sustenance and | odging, progressing
to safety, social, esteem needs, and cul minating in self-actualization —the fufil nent of one's

ut most capabilities.

Contenporary nuotivational theories prioritize the examnation of human conduct wthin
professional environnents. Self- Deter mnation Theory underscores the inherent i mpulses and
psychol ogical necessities for conpetence, auonony, and relaional engage nent. oal- Setting
Theory highlights the i mportance of establishing ambitious objectives and deli vering constructi ve
feedback to enhance perfor mance levels. Job desigrisi npact on notivationis examnedinthe Job
Characteristics Mbdel through factars like skill variety, taskidertity, and significance, autonony,
and feedback | oops.

Maslows Herarchy of Needs Theory:

Abraham Mslow developed the Mslows Herarchy of Needs Theory, which describes a five-
level hierarchy of human needs: self-actualization estee m safety, bel ongi ngness, and physi d ogy.
This theory contends that in order toadvance to higher wants, people rnust first satisfylower-level
ones, wth self-actualization standi ng for the apex of human devel opnent and satisfaction ('Yuan,
2022).
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Or gani zati onal settings frequently use Misl owstheoryto better understand andi nprove e npl oyee
motivation and perfor mance. Further nore, studies have demnonstrated connections bet ween
Herzberds two-factor theory of notivation and Maslows hierarchy of needs, highlighting the
significance of bath internal and external notivatars in shaping bath individual behavior and
organi zational perfor nance. Inaddtion newresearch has examned how hunan wants vary over
ti ne, enphasizing how inportant technol ogy-related require nents like internet connection are
beconmng This shows howflexiblethetheoryisinlight of conte mporary societal shifts. (theories,
2023).

Maslows Herarchy of Needs Theory plays a crucial rde in understanding the nuotivation of
enployees in multinational corporations ( MNGCs) in relaion to leadership styles. The theory
suggests that hurman needs progress through five levels, from basic physiol ogical needs to self-
actualization However, its practical applicationin MNGCs faces challenges due tothe coexistence

of these needs levels and the need for effective incertive nanage nent ('Yuan, 2022)

Leadershipstyles, such as transfor mational, transactional, and laissez-faire, significartlyinfl uence
enployee notivation in MNGCs. Transfor mational leaders, by focusing on indivdualized
consideration irtellectual sti milation inspirational motivation and charisna, can satisfy
e npl oyees' basic psychol ogical needs, leadingto positive outcones like trust, job satisfaction and
ent husias mfor work (1vana, 2020).

Understanding and irtegrating Msl ows theory with appropriate leadership styies can opti nize

moti vation and perfor nance anong MNC e npl oyees.
Expectancy Theory

The Expectancy Theory, as delineated in numerous acade mc studies, serves as a process theory
of notivation elucidating the decision naking process of individuals in relation to diverse
behavioral options. Qignally conceptualized by \foom the theory posits that the driving force
behind a behaviar stens fromthree fundanental perceptions: expectancy, instrunentality, and
valence. Expectancy entals the conviction that exerted effort wll result in perfor nance,
instrunentality pertains to the belief that perfor mance wll lead to desired outcones, and val ence
represents the significance anind vidual atributes tothese outcones. This theoretical franework
offers insights into conprehending and assessing enpl oyee conduct across various scenarios
including learning decision- naking, atitude development, and notivation ( Mchael, 2017)
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The Expectancy Theory has significant inplications for international businesses nanaging
expatriate e npl oyees. Research highlights that individuals wth higher confidence intheir ability
tolive and work abroad are more likely to pursue perfor nance goals, leading to greater host

adj ust ment and professi onal acconplishnents.

Additionally, the theory enphasizes the i nportance of irtrinsic notivatars like expectancy,
irtrinsic instrunentality, and irtrinsic valence in enhancing motivation anong international
students, suggesting that recognizing and rewarding irnternal achievements can i nprove their
experience. Further nore, thetheory s cognitive nediation of anxietyi nplies that actionsto prevent
negative everts can be influenced by enduring expectancy and val ence beliefs, i npacting anxiety
developrent anong expatriates. Therefore, irternational businesses should consider these
motivational factors and cognitive processes when managing expatriate e npl oyees to enhance

their perfor nance and overall success (Rei nhard 2019).
2.6 Enpiricad Review
Factors i rfl uenci ng noti vation

Factors influencing notivation in Miltinational Corporations ( MNCs) enconpass a variety of
elements. Research has shown that factors such as incone and benefits, superior support, work
conditions, training and pronotion opportunities, and the nature of work play significant rdes in
enhancing e npl oyees nuotivation wthin MNGCs (Doan, 2021). Additionally, the effectiveness of
Human Resource Minagenent (HRMN practices, including the abilitytotransfer know edge and
engage in knowedge sharing is crucia for motivating enpl oyees in IMNGs. Uhderstandi ng and
addressing these dverse factors are essertia for fostering a motivated workforce and pronoting
success wthin MNGs. (Paula, 2014)

Multinational conpanies pronote work-life balance for noti vati onthrough various strategi es such
as i nplenentinginternal mar keting practices, considering gender approaches, and recognizingthe
i nportance of balancing personal and work life to enhance organizational perfor mance (Isis,
2020).

These conpanies face unique challenges in i nplenenting dobal work-life intiaives due to
cultural dfferences and local legslation requiring a balance bet ween shared gui delines and I ocal
adaptations ( Anne, 2018).
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Research indicates that work-life balance activities nat only benefit enpl oyees by i nprowving
morale, retertion rates, and reducing absenteeism but aso enhance overall organizational
perfor mance, notivating e npl oyees and i ncreasi ng engage nent inthe workplace . By prioritizing
wor k-life balance, multinational conpanies can create a supportive environnent that fosters
e npl oyee satisfaction commnit nent, and productivity. Sothe pri nary source of inspiration andthe
architect of bath big and small firns work environnents is leadership Syed \azith Hissain
categorized the leadership philosophies as denocratic, auocratic, consultative, and charitable
(Bass B M, 1990)

2 6.1 Job Satisfaction

Inthe workplace, notivation andjob satisfaction are stronglyrelated wth several studies show ng
a positive associ ation between the two. Research on white-cdlar workers at BSNL in Saharanpur
and 1T specialists in Bengalwru bath revealed a significant positive correlation bet ween job
satisfaction and motivation Further more, a research that concentrated on the tourist sector
hi ghlighted the i nportance of notivating behavior inrelaionto work satisfaction Anunber of
factors have been foundto be i nportant in drivinge npl oyee notivation and job satisfacti on across
a variety of industries, including working environnment, recognition and remuneration packages
(Ishfaq 2011).

Moreover, the significance of irtrinsic notivation was enphasized inthe correlation bet ween
motivation and job happiness, underscoring the rde of irternal drive in augnenting taal job
satisfaction ( Muhdi, 2020).

262 RRward

The i mpact of incentives on notivation levels in both people and organi zations varies. Comnpared
to nonetary rewards, prosaically goal-based awards have been denonstrated to increase

moti vati on, particularlywhen people use an enotional val uation nethod (Adam 2022).

Intrinsic incentives and public service nuotivation are inportant elenments that influence job
motivation both nonetary and non- nonetary in nature. Enpl oyers frequently deal wth issues
pertaining to worker notivation well-being and career advancenent, which highlight the
necessity of efficient incentive prograns to encourage constructive rivalry and personal growh
(Yu V, 2022).
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Organizational incertives research has shown the significance of bath irternal and external
motivation inraising work notivation and job satisfaction, wthi nportart rdes being played by
things like success and job security ( Neeta, 2021). An effective incentive programis that incl udes

bath nonetary and non-monetary rewar ds.

2 6.3 Recognition

Recognition is non- nonetary acknowedgnent of good perfor nance. It boosts notivation
productivty, and well-beinginenpl oyees, as evidencedin various professional settings, includi ng
MNCs. Recognition inthe context of enployee motivation invol ves the act of appreciating and
commending enployees for their exenplary perfor mance in alignment wth the values and
principles of the organization a practice often more i npactfu than nonetary incertives. The
i nplementation of well-structured recognitionintiatives wthin multinational corporations serves
as a critical catalyst far enhancing enployee nuotivation nurtwring a dinate of constructive

feedback and active involve ment across g obal workforce (Rainer, 2015).

The significance of enployee recognition cannot be overstated in terns of inspiring and
incentivizing enployees, especialy high performers who articipate recognition from senior
leadership underscoring the necessity of an effective recognition framework wthin enterprises
(Mrgnia 2020).

Further nore, recognition prograns, including those that commend organizations for fostering a
healthy work environment, possess the ahility to greatly sti mulate enpl oyers and top-level
executives toinvest ininitiatives pronoting workplace health and overall well-being Mreover,
monetary for ns of recognition have been idertified as a neans to bdster enpl oyee notivation
towards organizational change, thereby facilitating the successfu inplenentation of planned
organi zational transfor mations ( Anmra, 2016).

2.7 Gnceptual Frame work

The study ai ns to explore the i mpact of various leadership styies (transformational, transactional,
and laissez-faire leadership styles) on nuotivation of enpl oyees wthin chosen MNGCs situated in
Addis Ababa. Afraneworkis established based on an extensive review of existing literature and

enpirical research outcomes. The independent variables consist of the main type’s leadership
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styles i.etransfor mational, transactional, and laissez-faire leadership whilethe dependent variable
isthe factors of enpl oyees’ notivation which are stated on the bel ow diagram(job satisfaction,

reward and recognition).

Independent Vari ahl es Dependent Vari ables

Leadership Styles

v Transacti onad ) )
v Tr ansf or mati onal Moti vati on

v Laissez Far

Hgure 6- Conceptual Dagram

CHAPTER THREE

RESEARCH METHODOLOGY

Inthis chapter, the research nethodol ogy e npl oyed for this study is delineated Aeas coveredin

this chapter enconpass the research approach research design popul ationand sanpling net hods,
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and data sources. Research nethodol ogy serves as a systenatic approach to resdving research
issues and is recogni zed as the scientific study of the processes invol ved in conducting research

3.1 Research approach

This study enployed mixed nethod for bath variable quantification and anal ysis. The term
"quantitative approach” is typically used to refer to any nethod of gathering data like a
questionnaire, o any nmethod of anal yzing data like graphs or statistics, that produces or e npl oys
nunerical data The ter m"qualitative approach” isreferringtoany met hod of data cdlection using
interviewand secondary data fromschol ars literature remew(Joe F Hir, 2017).

3.2 Research design

The research design is both descriptive and explanatory. According to Saunders, the causal
relationships bet ween variables are described by the expl anat ory research design The focus is on
i nvesti gati ngthe issue toclarify howl eadershi p phil asophi es and wor kers motivation relaeto one
anat her. The purpose of descriptive research designistofind correlations or relationshi ps bet ween
particu ar variables. It provi des an accurate and et hodi cal description of the facts and feat ures of
a particu ar population or region of irterest. (Dulock HL 1993)

3.3 Popu ation and Sa npling Mthod

3.3 1 Popul ations of the study

Consists staff level enployees, nanagers and supervisors of the six multinational corporations.
There are ataa of 564 enployees working inthe six organizations; Hiajian Shoes, Heineken
Brewery Bhiopia PLG Dangote Genent BEhiopia PLG Uhilever Minufacturing PLG  Agri Sher
Trading PLG Tecno Telecom Ltd V¢ select these conpanies based on their profitability i ndex

and repetitionin our country.

Due tothe high cost and ti ne require nents the study excluded prgect office e npl oyees and only
those based in Addis Ababa were considered The numnber of enployees at their respective head

office and nain branches in Addis Ababa are

Table 1- Target popul ation

Huajian Shoes 20
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Heineken Bewery Bhiopia PLC | 30

Dangote Genent Ehiopia PLC 60

Unilever Minufacturing PLC 60
Agri Sher Trading PLC 10
Tecno Telecom Ltd 30
Total 210

3.3 2 Target popu ation

The sanple populations were drawn froma taal of 210 staff level enployees located in Addis
Ababa. There are eleven multinational conpanies located inthe two selected sub cities of Addis

Ababa; whereas the six conpanies are wllingto partidpate inthe survey of this paper.

3.33 Sanpling Design

Sratified sanpling was adopted to drawthe sanple It dvides a population irto strata based on
shared characteristics, selecting a si nple randomsanple wthin each straumto ensure adequate
representation and enhance results generalizahility. It is a nodification of randomsanpling in
whichthe populationis dividedirntotwo or nore relevant and significant strata based on one or a
nunber of attributes (Geswell, 2018). The organi zations consist of groups of e npl oyees dassified
by depart nent like Administration Hnance, Production (operation) sections based in Addis
Ababa. Fom each stratum enployees, managers and supervisors were selected by using

convenient sanpling

Based on Yamane (1967) the formula below is used to determine the sanple size

Where =noisthe sanple size
N=is the target popul ation size locatedin Addis Ababa
e =isthe level of precision or sanpling error (Q 05), therefore the calculated sanple size is 138

Table 2- Sanpl e size distribution of target popul ation
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No Sanple size
MNCs Total No of | Proportion of sanple
E npl oyees
1 | Huajian Shoes 20 [(20/210) x 138] =13
2 | Heineken Brewery Bhiopia PLC 30 [(30/210) x 138]=20
3 | Dangote Genent Ehiopia PLC 60 [(60/210) x 138]=39
4. | Unilever Minufacturing PLC 60 [(60/210) x 138]=39
5 | Agri Sher Trading PLC 10 [(10/210) x 138] =7
6. | Tecno TelecomLtd 30 [(30/210) x 138]=20
Total 210 138

3.4 Sources of data

Pri mary and secondary sources of data wll be used Prinary data will be obtained through
structured questionnaires and interviews. Questionnaire data will be colected on Miltiple
Leadership Questionnaire and notivation survey; inadditionto obtai n qualitative insights, ve will
inerviewa subset of enployees indepth Secondary datais cdlected from books, artides, and
other publications as vell as websites. Wing questionnaire wll alowrespondents have adequate

ti ne to gve well thought out answers. Respondents who are nat easily approachable can also be

reached convenierntly ( Kot hari, 2004).

3.5 Data calectioninstrunent

The Miltifactor Leadership Questionnaire ( M_Q is usedtostudy transformational, transactional,
and laissez faire leadership styies while the e npl oyee notivation survey assesses the d nensions

of notivationrelatedtojob satisfaction reward and recognition
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3 51 The Miltifactor Leadership Questionnaire ( M_Q

The 5X Miltifactor Leadership Questionnaire (M_LQ5X neasures leadership by assessing
various d nensions of leadership behavior. Sudies have focused on adapting and validating the
ML Q- 5Xin dfferent contexts to ensure its reliability and validty. Research has shown that the
MLQ-5X consists of multiple factors, such as transfor mational leadership transactional
leadership and passive leadership which are crucial in evaluating leadership practices in
educational and organizational settings. The questionnairés psychormetric properties have been
extensivel y anal yzed through factor anal ytic nethodol ogies, confir matory factor anal ysis, and
reliability testing to establish its effectiveness in neasuring leadership profiles and practices,
providing valuable insights for researchers, practitioners, and pdicymakers in enhancing

leadershi p devel opment initiatives and i nprovi ng or gani zati onal effecti veness ( Beata, 2022)
The key conponents of 5X M_G

The Miltifactor Leadership Questionnaire ( MLQ-5X) assesses leadership styles and behavi ors in
various contexts. Dfferent studies have examned and validated the M_Q 5Xin settings such as
education business, and arganizational environments. The key conponents of the MLQ 5X
include transfor mational leadership transactional leadership and passive-avoidant leadership
styles (Juan, 2013). These conponents are further broken down into specific factors such as
idealized influence behawvi or, atribued idealized influence, inspirational motivation irtellectual
sti mulation, and individualized consideration wthin the transfor mational leadership styie. The
questionnaire has been refined through factor analyses, ite mdel etions, and model adj ust nents to
ensure its validty, reliability, and applicability in neasuring leadership styles effectively in
different cutural and organi zati onal setting

Consequently, the rater for mof the MLQ hol ds greater significance. This particuar for mpronpts
individuals under the leadership (typicall y supervisees or direct reports) toeval uate the frequency
of their leaders transactional or transfor mational leadership actions usinga 5-point scale. Avolio
and Bass (1999) introduced the Miltifactor Leadership Questionnaire (6X% Short Form) for
assessing Transfor national Leadership Transactional Leadership and Laissez-faire leadership.
The nost recent version ML Q (52, has been substartially enhanced andincl udes 34 standar di zed
itens, wth 4itens dedicatedtoeach of the nine leadership aspects linkedtothe FRL nodel ( Bass
& R ggo, 2006).
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The first part wll identify the respondents’ gender, age group, and educational status. The second
part consists of 34 types of questions. The ratings for the M_Qare nat a al (1), Ohceina while
(2), Soneti nes (3), fairly often (4), frequently, if not a ways (5).

Table 3- Miltifactor Leadership Questionnaire

Leadershi pstyles Subscale Ite ns
Co nmponents of | Intellectual sti mulation
transfor mati onal leadership 1,234
Individual Consideration 5678
| deali zed I nfl uence 9101112
Inspirational Mbtivation 13 14,15 16
Conponents of transactional | Hu man relations 17,18 19 20
leadership
Internal Process 21,22 23 24
Openness 25, 26,27
Rati onal 28,29 30 31
Laissez faire leadership 323334

Source: (Bass & Avolig 2006) and Literature revie ws

3.52 The enpl oyees™ notivation Survey

The EMS eval uates workers atitudes and feelings regarding their jobs. In order to neasure the
many aspects of enpl oyee notivation includ ng general working conditions, pay and possibility
for pronmotion workrelationships, use of talents and ahilities, and work acti vities, Saunders (2009)
devised a survey.

Leaders and e npl oyees fill the questi onnaire about their notivation wthrespect totheir jobs. The
revsed ENVB di nensions includes five job d nensions, wth each having conponents. Ataa of
sixteen questions are includedinthe survey. The conponernts are raed by the fdlow ng five poi nt
rater scale. 1 =strongly disagree, 2 = Dsagree, 3 = neither dsagree nor agree, 4 = Agree, 5 =

strongly agree. The scores are calculated by summing up all the individual itens.

The responses tothe EMSitens are nunberedfrom 1to 5 Respondents cantherefore have a score

fromlto5far eachitemthat can be explained as fdlowvs:
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Scores of 1, 2and 3 show dissatisfaction of an empl oyee by the leadership style of the supervisor,
this neans the supervisor is atransactional or laissez fair leader.

Scores above 3 show satisfaction of an e npl oyee by the leadership styie of the supervisor, this

means the supervisor is atransfor national leader.

Table 4 Enpl oyees Mtivation Survey

PAY AND PROMOTI ON POTENTI AL

Job Security

Benefits (Healthinsurance, lifeinsurance, etc.) offered
Recognition for works achieved

Pronotion Qoportunities

Sal ary offered

USE OF SKILLS AND ABI LI TI ES

Support for training &education

Opportunities to uilize your skills and capahilities
Opportunities to acquire newskills

WORK ACTIM TI ES

Degree of independence in work rdes

Good opportunities for periodic changes in duties
Variety of work responsibilities

WORK RELATI ONSHIPS

Rel ationshi p wth subor di nat es

Rel ationshi p wth co- workers

Rel ationshi p wth super visor

GENERAL WORKI NG CONDI Tl ONS
Hexible schedule

Hours worked each week

Pai d vacation ti ne/sick leave offered

Location of work place

3.6 Data Anal ysis

Data cdlection was conducted via dosed-ended questionnaires, fdlowed by statistical anal ysis
using SPSS version 24, which stands for Satistical Package for Social Sciences. The assess nent
of the questionnaireitens statistical reliability was carried out through G onbacH s a pha. \arious

30| Page



analytical tods including descriptive, corelation, and regression analysis were enployed to
examne the data gathered fromthe partic pati ng empl oyees.

3.6.1 Descriptive Analysis

Descriptive statistics enconpassed wilizing the frequencies comnmand to validate percentage
val ues, central tendency paraneters (nean nedian, and node), and dispersion ind cators (range,
standard deviation and variance). Uilization of mn num naxi num nean, standard deviation,
and percentages aided in iderntifying the predom nant d nensions linked to transfor mational,
transactional, and laissez-faire leadership styles, and facilitated the assessnent of enployee

moti vati on

3.62 Qorrel ation anal ysis

The examnation of correlation was conducted through the uilization of a Pearson correlaionin
order to eval uate the association bet ween the independent variables and the dependent variable.
This correlation coefficient, intidly proposed by Francis Giltoninthe 1880s, and for which the
mat he matical for mula was derived and published by Auguste Bavais in 1844 and subsequently
enhanced by Pearson serves as atod to quartify the linear correlaion bet ween t wo stochastic
variables (Zou Hy, Tuncali, &Slver nan G 2003).

3.6.3 Regression anal ysis

Regression anal ysis was perfor ned in order to ascertain the extert to which the independent
variable of leadership style can elucidate the dependent variable of job satisfaction \arious
multiple regression nodels were enployed to denonstrate the influence of the independent

variable onthe dependent variable. The regressi on assunes the fdlow ng equation;
Y= B0+ Blx1+ B2x2+ B3x3+e

The dependent variableis Yand x1, x2 and x3 are the independent variables. 0, B1, B2 B3 are
referred to as coefficdents of independent variables. R0 is constant by which enployees’
moti vation is influenced by a her factors which are nat specified as independent variables by the

researcher and eis a vector of errors of prediction
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3.7 \Aidty and Reliatility

3 7.1 \aidty

As defined by Geswell (2003), referstothe extent to which atest effectively neasures what it is
inendedto neasure. Itisesserntiallya neasure of the accuracy and wility of the concl usi ons drawn
fromresearchfindings. In arder toensurethe research s validty, the researcher precisely e npl oyed
credible sources such as published studies, literature, and recent artides that dscussed factors
influenci ng the business perfor mance of MNGCs. Additionally, the questions used inthe research
were refined based on feedback from respondents, involving the addition renoval, and
modification of certainitens. To enhance the instrunent's precision further, a questionnaire was
admnistered, incorporating standardi zed questions from various reputable sources. The research
advisor also contributed val uabl e i nsi ghts and feedback to fine-tune the questionnaire s quality.

3.7.2 Rlianlity

Accordingto (Kothari, 2004), the tod isreliable if it is consistent. The also undergoes reliability
tests to check the consistency and accuracy of the neasurenents. GonbacHs apha was used to
eval uate the reliability of the neasurement data This is a popular neasure of the consistency or
credibility of a candi date group. Ite m Average rating 0.8 and Q.95 are considered as highreliab e.
Itema scale wth an al pha coefficient bet ween 0.7 and Q 8is considered to have good reliahility,
while a scale wth an alpha coeffident of 0.5is considered to have good rdiahility 06 and 0.7
showsi mlar reliability.

3.8 BEhca Gnsiderations

This represent the foundational principles or ethical benchmarks that safeguard the rights of
individuals engaged in aresearch endeavor. They enconpass neasures i nplenentedto guarantee
that the safety and rights of participants renain invidae in any regard. Gonsequently, these
consi derations are typically undertaken to ensure that research invol ving hurman or living subj ects
is conducted in alignment wth elevated ethical norns. These ethical standards enconpass
vol untary partidpation infor ned consent, confidertiality of data, darity regarding the research
obj ectives far partid pants, and aut hori zati on frompertinent gover ni ng bodies such as i ndependent
review boards (I RBs) toexecute the researchinvestigation ( M ncent, (1999))
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CHAPTER FOUR

4. PRESENTATI ON AND DATA ANALYSIS

This chapter is dedicated to the conprehensive analysis of the data obtained through the
afore mentioned standardized i nstrunents. These instrunents included the Multifactor Leadership
Questionnaire (M_Q and the enpl oyee nutivation Survey (ENVB). The Multifactor Leadership
Questionnaire enconpassed thirty-four itens designed to eval uate three distinct d mensions of
leadership styles. Inaddition the enpl oyee notivation Survey conprised nineteenitens ai ned at
assessi ng specific faces of enpl oyees™ notivation which were uilizedto expl ore the influence of
managerial leadership styles onthe enpl oyees’ notivationlevels of MNGCs staffsin Addis Ababa,
Bhiopia

Inthe present investigation, three distinct leadership styles (transfor mational, transactional, and
laissez-faire) were scrutinizedtoeval uatetheir effects on e mpl oyees™ moti vati on acr oss five facets:
pay and promotion use of skills and abilities, work activities, work relaionships and working
conditions. Consequently, the irterrelaions bet weenthe three idertified leadership styles and the
five facets of enpl oyees’ nutivation were systenatically quartified

4.1 Response Rate

The research sanpl e consisted of one hundredthirty eight IMNC e npl oyees sel ected froma tar get
population of two hundred ten individuals enployed across six MNGCs arganizations. These
organizations were selected uilizing purposive and stratified sanpling nethodol ogies, while

individual enployees were chosenthrough syste matic rando msa npling techni ques.

Out of the one hundred fifty four questionnaires disse mnated anmong these enpl oyees, sixeen
were nat returned Ater gat heringthe responses fromone hundredthirty-eight ind v dual s through
surveys, we anal ysed the data using SPSS version-23 which allowed us tocalculate percentages,
average scores, standard dewviations, correlaions, and straightforward regression and o her
expl anat ory anal yses to understand how different leadershi p styles i nfl uence e npl oyee notivation
whichtypes of the leadership styies are practiced in the selected MNGCs.
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Table 5- Response rate

Nu mber of | Target N mber of | Response Rate (%

Questionnaire Returned | Respondents

138 154 89.6

Table 6- Returned Questionnaires

Proportion | No of returned
MNGs of sanple | questionnaire

Huajian Shoes 13 12

Hei neken Bewery Bhiopia PLC | 23 20

Dangote Cenent Ehiopia PLC 44 40

Unilever Minufacturing PLC 44 39

Agrisher Trading PLC 7 7

Tecno TelecomLtd 23 20

Total 154 138

4.2 Reliahility and Vali dity anal ysis

Reliahilitytestingindataanal ysisis crucial for ensuringthe precision and stability of neasure nent
met hods across vari ous research contexts. It is defined asthe ability of atest toyieldsi nilar results
under dfferent conditions, wthreliability coefficient ( G onbach’s al pha) indi catingthe proportion
of variance atributabletotrue dfferences ra her than neasure nent error (Qiver, 2023) . The nost
popul ar objective indicator of reliability is GonbachHs Apha devel oped by Lee J. Gonbach in
1951 The ahility of aninstrunent to neasure consistency is known as reliahility. The degree to
which everyitemin atest neasures the sanme idea o construct is known as irternal consistency,
andit isrelatedto howrelated the test's conponents are to one anather. Before atest is used for
study or evaluation its irternal consistency should be established to guarantee its validty
(Tavakol. M 2011)
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Validty refers tothe extent to which atoo neasures what it dai ns to neasure, enconpassing
various types such as face, contert, criterion construct, and ecoogical validty (Chittaranjan,
2018).

The questionnaire has been checked by the researcher inter ns of the darityand readability. It was
also checked by the respondents during the pilot study. Gontent and construct validity of the
instrunents was checked by experts to ensure the relevance and overall appearance infor matting
the itens. Apla study constitutes an irtegral conponent of a preli mnary research endeavor,
wherein data is cdlected from particdpants who are concurrently engaged in a broader
i nvesti gati on, thereby facilitating an eval uation of the patertial viability of a subsequent project
targeting a specific de nographic. Scholars advocate that the sanple size for a pila study shoul d
enconpass 10% of the anticipated sanple intended for the larger overarching study ( Connelly;
2008). Prior tothe dissem nation of the questionnairetothe ertire sanple cohort, apila study was

conducted i nvol v ng si xteen e npl oyees.

Table 7- Reliahbility Satistics of the M_Q

Variahl es Itens | G onbach’s a

Transfor national Leadership | 16 0. 847

Transactional Leadership 15 0.860
Laissez-faire 3 0.849
Moti vation 18 0.916

Source: SPSS survey data 2024

Gronbach’s alpha reliability coefficient usually ranges bet ween 0 and 1. When the Gonbach’s
al pha coeffident is doser to L Othe, internal consistency of the itens inthe scale increases. The
lower apha coefficert is an indicator of weak inter-itemaverage correlation or the itens are

providing inconsistert and unstable results.

According to George and Millery (2003), the generally accepted practice is gven as “al pha
coefficdents that are greater than 0.9 are Excellent, Q8- Q9is good, 07 —0.8is Acceptable, 06-
0.71is Questionable 05— Q6is Poor and Value less than 0. 5is Uhacceptable”. (p 231) (Gieml]
& diemR 2003).
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Accordingtothe above reliability anal ysis al the di nensions have a val ue of nore than 0.8 which
shows the reliability and consistence of the questionnaire is checked

4.3 e nographic characters

This part shows data from one hundred thirty eight respondents was anal yzed and discussed
Partic pant enpl oyees were requestedto provi de infor mation on their de mographic and personal
profile Such data as gender, age, educational status, and years of experience and number of
subordi nates under their supervision was presented. The detail of the anal ysisis g ven bel ow

4.31 Dstribution of Respondents by Gnder

Out of thetatal of 138 sanple enpl oyees Mile were the najority 75 (54.3% and the renaining
63 (45.7% ware Female. The dataindicated that even though the nunber of nale enployees is

greater than fe mal e e npl oyees, there was no as such great dfference bet weenthe t wo of them

Table 8- Gender of respondents

Gender Frequency Percent Valid Percent Cu rrul ati ve Percent
Valid Female 63 4570 457 457
Mal e 75 54.30 54.3 100.0
Total 138 100.00 100.0

mE
£a

Hgure 7- Dstribution of respondents by gender

(Source: SPSS survey data 2024)
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4.3 2 Dstn bution of Respondents by age

Inter ns of age nost (326 % of the enpl oyees wereinarange bet ween 31-40 years, next tothem
24.6 % were from41-50 years, then 21 70 % was counted for the young age enpl oyees  20-30
years, 51-60 and above 60 were (1380 %, (7.29) respectively. This indicates that nost of the
MNC staffs are nnddl e age.

Table 9- Age of respondents

Age Frequency Per cent Valid Percent Cu rrul ati ve Percent
Valid 20 - 30 Years 30 217 217 217
31 - 40 Years 45 326 326 54.3
41 - 50 Years 34 24.6 24.6 79.0
51 - 60 Years 19 138 138 92 8
Above 60 Years 10 7.2 7.2 100.0
Total 138 100.0 100.0

Age

20 - 30 Years
W31 - 40 Years
41 - 50 Years
W51 - 60 Years
W Above B0 Years

Hgure 8- Dstribution of respondents by age

Source: SPSS survey data 2024
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4.3 3 Dstn bution of Respondents by Education Level

Regarding the educational qualifications of the sanpled enployees, a significant proportion,
specifically 95 (68 8%, possess undergraduate degrees, while 28 (20.3%9 hold dpomas. The
prevalence of enployees wth educational atainment belowthe dpona level, as well as those
with Doctoral (PhD degrees, is notably low conprising 10.9% and 51 % respectively. This
suggests that the najority of the respondents possess qualifications commensurate wththeir rdes
and are endowed wth the requisite knowedge and skills to effectively execute their
responsi hilities. Table 46 bel owillustrates the educational distribution of the respondents.

Table 10 - Educational distribution of the respondernts

Valid Cu rul ati ve
Educational Background Frequency  Percent  Percent Percent

Valid Certificate (\ocational or 15 10.9 10.9 10.9
Technical School)

D ploma 28 20.3 20.3 312
Degree 50 36.2 36.2 67.4
IVasters 38 27.5 27.5 94.9
PHD 7 51 51 100.0
Total 138 100.0 100.0

Educational Background

Frequency

Certificate Diploma Degree Vlasters PHD
(Vocational or
Technical School)

Educational Background

Hgure 9- Dstribution of respondents by educational background
Source: SPSS survey data 2024
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4.3 4- Dstnbution of Respondents by V@rk Experience, Job position and Number of
subord nates

The table bel owill ustrates the ather background infor mation’s of the sanple respondents based
on years of work experience, Job title (position) and no of subordinates under their supervision

stated infrequency versus percertage.

Table 11 - Denographic characteristics of respondents by work experience, job position and no.

of subord nates under their supervision

O nensions
Frequency | Percentage
\Vr k Below 1 year 23 16.70
Experience, 1 &2 year 21 15.20
in your 3 &4 year 36 26.10
or gani zation 5 years 28 20. 30
> 5 years 30 2170
Total 138 100.00
Juni or 15 10.90
Mdde 28 20.30
Job Position Seni or 50 36.20
Managerial Level | 38 27.50
Principal (Owner) | 7 510
Total 138 100.00
1-5 e npl oyees 40 29.00
No of | 6-10 enployees | 28 20.30
subor d nat es 11-20 enpl oyees | 17 12.30
under your | 21-30 enpl oyees | 27 19.60
supervision >30 e npl oyees 26 18.80
Total 138 100. 00

Source: SPSS survey data 2024

39 | Page



4.4 Descri ptive statistics of the varial es

The descriptive statistics of the variables are shown bel ow Thirty four questions of M_Q and 18
questions of EMB were all coded and ertered intothe SPSS The certral tendency parameters
(nean, nedian & node) and dispersionindicators (range, standard deviations and variance) of the
replies of respondents ondi nensions of leadershipstyles and e npl oyees™ notivation are presented

bel ow

Table 12 - Man and Sandard deviation of transfor mational, transactional and laissez fair

leadership styles

D nensions N Mean | Median | Mode Std_ ) Variance Range Mnimum | Maxi num
Devi ation

Inellectual 138 372 375 400 064 041 375 1 5
Sti mulation
Indi vi dual 138 380 375 350 064 041 250 |1 5
Consi deration
Idealized 138 394 400 400 064 041 350 |1 5
Infl uence
Inspirati onal 138 392 400 400 Q067 045 325 |1 5
Vbti vation
Hu man Rel fiions 138 384 400 375 066 044 350 1 5
rterrl Frocess 138 370 375 375 066 043 350 |1 5
Openness 138 375 400 367a Q73 054 367 |1 5
Rati onal 138 367 375 375 059 035 350 1 5
Laissez Fair 138 194 150 133 103 106 400 1 5
a Mitipe nodes exist. The smallest val ue is shown

The conputed nean val ues of the d mensions of transfor nati onal leadership indicatethat i dealized
influence has the highest mean val ue of ( M=3. 94, SD=0. 64) fdlowed by inspirational notivation
(M=3.92 SD=0.67), individual consideration (M=3.80, SD=0.64) and irtellectual sti mulation
(M3 72 SD=0.64). This indicates that transfor mational leaders consistertly engage in the
practice of idealized influence (behavior). Such leaders are esteened, respected trusted and
de nmonstrate a high degree of consistency intheir professional conduct, grounded in fundanental
ethics and principles. Incontrast, intellectual sti mulation and individualized consideration are the

least frequentlyi nplemented practices anong manageria personnel.
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The above table shows that hunan relations has the highest nean score conpared tothe a her
di nensions of transactional leadership styles. Rational has the lowest nean score of 3 67 and
standard devi ation of O 59 which shows that itisthe least practiced d nensi on anong transactional
leadership style

Transactional openness refers to how the leader explains the rde and task requirenents for
subordinates as well as the perfor mance criteria and the prizes upon accomplishing desired goal s
(Bass B M, 1990).

Table 13- Man and Sandard deviation of d nensions of notivation

Sd
D nensions N Mean | Median Mode o Variance Range Mnimum | Maxi num
Deviation
Pay and | 138 403 420 440 069 0.47 400 1 5
Pronoti onal
Potertial
Skill and | 138 379 400 400 094 0.88 400 1 5
Abilities
Wor k Activities 138 389 400 400 086 073 400 1 5
Wor k 138 397 400 400 085 073 400 1 5
Rel ati onshi ps
General Wrking | 138 390 400 425 081 0.65 400 1 5
Conditions

As indicated in the above table transfor national leadership (idealized behavior) is the mnost
practiced leadership style anong nanagers. Anong transactional leaders (hunan relation) isthe

most practiced

According to the above tables pay and pronotional patertial takes the highest nean value
conpared to aher d nensions of notivation ( M=4. 03 SD=0. 69). Enpl oyees are satisfied wth
wor k relationshi ps they have wth subordinates, withthe highest nean val ue ( M=3. 97, SD=0. 85)
conparedto aher d nensions of skill and ahilities category, fdlowed by wor ki ng condition wth
supervisars wth nean value of ( M=3. 90 and SD= 0. 81).
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Anong the d nensions of EMS e npl oyees are satisfied by the pay and pronmotion, enpl oyees are
motivated wththe relationship they get fromthe arganization Pay and pronotion potential has
( ME3.97, SD=0.94) fromthis category while benefits has the highest nean ( M=4. 03) and | owest
(SD=0.69) conpared to athers inthis caegory. Skill and Abilities has the lowest nean val ue
( ME3.79) and standard devi aion of (SD=0. 94).

This resut shows that empl oyees are satisfied by the conpany’s pronotion and environment but
there is high organizational paliticsto get indorsed inthe organi zation

The nean score and standard deviation for work activities d nension were 389 and Q 86,
respectivel y. Good opportunities for periodic changes in duties has a nean val ue of 4 03 and SD
of Q69 whichis greater than variety of work responsi hility.

Among the d nensions degree of recognition for wor k achi eved has the highest nean score of 4 18

conparedto a hers showing e npl oyee satisfaction.
4.5 Qorrel ation analysis

Correlation anal ysis is a statistical nethod used to eval uate the strength and drection of the
relationship bet weentwo o nore variables. It e npl oys correl aion coefficients, such as Pearsorts,
to quantifythisrelationship alow ng researchers to i dentify patterns and dependenciesin data, as
seenin various fields including nanage nent, psychol ogy, and finance (Ruslan 2024)

The interpretation of correlation coefficients pertains to values that range from —1 to +1. A
correlaion coefficient of zero signifies the absence of a systenatic relaionship bet ween the t wo
variables, while a correlation coefficient of —1 or +1 denotes a perfect linear relationship. The

degree of association can vary bet ween —1 and +1.

As the strength of the correlaion increases, the correlaion coefficient approaches either +1
Shouldthe coefficient yield a positive val ug, the variables are saidto exhibit a drect relationship
indicatingthat anincrease inone variableis associated wthanincreaseinthe aher. Aternatively,
if the coefficient shows a negative val ue, the variabl es exhi bit areverse correlation hintingthat a

riseinone variableislinked wtha dropinthe aher.
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Table 14 - Correlation analysis bet ween independent variables wth the dependent variable

(‘noti vati on)
Correl ations of independent variabe wth e npl oyees notivation
Transfor mational | Transactional | Laissez fair | Mbtivation
Transfor mational | 1
0.242
Transacti onal 0.499** 1
0.129 0.278
Laissez fair -0.284™* -0, 293" 1
-0144 -0159 1062
Moti vation 0.316" 0.182* -0 255" 1
0.103 0.063 -0174 0.435
** Correlationis significant at the 0 01 level (2-tailed).

Source: Pearson Correlation Results fromown survey data 2024

The table 14 depicts the Pearson correlation result bet ween the independent variables which is
leadership styles (Transfor mational, Transactional and Laissez Fair) and dependent variable
(enpl oyees’ muotivation). The significant correlation is bet ween Transfor metional to Mbti vation
which is (r=0 316, p<0.01); this study tells us there is a high positive relaionship bet ween
transfor mati onal leadershipstyle and e npl oyees™ moti vation

The second largest positive correlationis bet ween transactional wth notivation wththe (r=0. 182,
p<0.01); therefore, we can conclude transactional leadership styieis well practiced inthe MNGCs
of Bhiopia next to Transfor national leadership style.

On the contrary, Laissez Fair style is nat experienced anong the sanple MNCs conpanies of
Addis Ababa wth a magnitude of (r=0 255 p<0.01) which shows negative relationship wth

moti vati on
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Table 15 - Correlation anal ysis bet ween transfor metional d nensions wththe dependent variable
(‘noti vati on)

Correl atiors of transfor nmational d nensions wth notivation
Intellectual | Individual Idealized | Inspirational
Sti mulation | Consideration Influence | Mbtivation Mbti vation
Intellectual i mulation 1
0.413
Indi vidual Consi deration 0.372** 1
0.152 0. 406
I deali zed | nfl uence 0.572** 0.495™* 1
0.235 0.202 0. 407
Inspirational Mbti vation 0.336™* 0.342™* 0.498™* 1
0. 146 0.147 0214 0.455
Moti vation 0.219"* 0.187 0.280* | 0.272** 1
0.093 0.078 0.118 0121 0.435
** Correlationis significant at the 0. 01 level (2-tailed).
* Correlationis significant a the 0.05level (2-tailed).

Source: Pearson Correlation Results fromown survey data 2024

The above correlation matrix shows the relaionship bet ween di nensions of transfor national
leadership wth each ather and enployees’ nuotivation Al the d nensions of transfor mati onal
leadership are positivel y related wth each aher. Fromthose five d nensions Idealized i nfl uence
and inspirational notivation show high significant correlation (r=0.572 P<0.01) and (r=0.498,
P<0. 01) respectively.

Positive relationship existed bet ween all d nensions of transfor national leadership Idealized
influence, has a noderate positive and significant relationship wth enpl oyees™ notivation
(r=0.280, P<0.01). The correlation bet ween idealized behavior wth enployees’ notivation is
strongly and positivel y correlated wth (r=0 597, P<0.01).

I dealized behavi or is concerned about 1eaders’ communi cation about their most i nportant val ues
and beliefs wththeir subordinates; that creates conduci ve wor ki ng environment which sti mul ates

e npl oyees™ noti vation
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Table 16 - Correlation anal ysis bet ween transactional d nensions wth the dependent variable
(‘noti vati on)

Correl ations of transactional d nensions wth notivation

Hu man Interna
Relations | Process | Openness | Rational | Mbtivation
Human Relations | 1
0.437
Iternal Process | .557 1
0.242 0.432
Openness .589" .566™ 1
0.285 0.273 0. 537
Rati onal 4497 .513™ 501" 1
0.175 0.199 0.216 0.347
Moti vation .228™ 0.145 179 0.025 1
0.100 0.063 0.087 0.010 0.435

** Correlationis significant at the 0. 01 level (2-tailed).
* Correlationis significant a the 0.05level (2-tailed).

Source: Pearson Correlation Results fromown survey data 2024

Anong the d nensions of transactional leadership Qpenness has high significance correlation
result (r=0.589, p<0.01) with Human relation; inaddition Hinman relation has the largest positive
correlation wth enployees notivation ranking (r=0.228 p<0.01). On the aher side, irternal
process and rational judgnent of leaders shows irsignificant relation to e npl oyees™ notivation
which scores (r=0 145 p<0.01) and (r=0025 p<0.01). Therefore this tell us enployees
motivation wll decrease when leaders apply these leadership styles.

Laissez faire leadershipis reasonabl y and negativel y related wth notivation (r=-0.255 P<0.01),
whi ch shows that as leaders runthrough this behavi or subordi nates’ satisfaction wll decrease.

4.6 Regression anal ysis

Regression analysis constitutes a nethodological approach enployed to eucidate the
interrelaionships anong various variables. The principal advantages of enploying regression

anal ysis lie in its capacity to ascertain whether independent variables exhibit a statistically
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significant association with a dependent variable, to delineate the relative influence of dstinct
independent variabl e effects onthe dependent variable, andto facilitate predictive nodeling

4.7 Asssunptions Testingin Miltide Regressions

Prior tothe execution of a miltiple regression anal ysis, it is i nperative to conduct fundanental
assunptiontests pertinent tothe nodel. ne nust syste maticallyreviewand validate that the five
main assunptions, specificaly nornality dstribution test, linearity, multi co-linearity,

honoscedastidty, and autocorrelation are fufilled to an acceptabl e degree.

4.7.1 Nor mality Test

As articdated by (H, Bandener, 1981) multige regression analyses necessitae that the
independent variables adheretoa nor mal distribution This stipuationi npliesthat the errors must
also confor mto a nor mal distribution Residual scatter pas are e npl oyed to assess the nor mality
of the residuals. Anormal dstribution is typified by a bell-shaped curve, which fundanentally
suggests that a maj ority of observations congregate around the central tendency of the distribution
(Feld 2006).

The figure presented below illustrates that the residuals confor mto a nor mal distribution as
evi denced by the bell-shaped histogram Further nore, nor mality can be corroborated by eval uating
the Nor mal P-P pla, wherethe data points alignin areasonably straight dagonal trgjectory from
the lower left to the upper right for the dependent variables. This observation i nplies that the

assunption of nor nality renains intact.

Histogram

Dependent Variable: Motivation

B
A

Regression Standardized Residual

Frequency

Hgure 10- Hstogram

Source: SPSS survey data 2024
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4.7 2 Auto correl ati on test

The Durbin- Vdtsontest is frequently usedto check for autocorrelation Atest statistic wth arange
of Oto4is generated bythe Durbin- Vtsontest. The assunptionthat the residuals are i ndependent
(or uncorrelated) can be tested wth it. The Durbin- Wtson nunber nust be near 2in order to
satisfy this assunption (FHeld 2006). Problenatic and concerning val ues are those that are less
than 1 and greater than 3 The auto-correlationtest has been passed sincethe Durbin Vtson val ue
of 2 018 and the independent errars are displayed inthe table bel ow

Table 17 - Durbin Witson Satistics

Adjusted R| Sd Eror of the
Model R R Square | Square Esti mate Durbi n- Watson

. 3607 0.130 0.110 0.62212 2.018

a Predictars: (Constant), Laissez fair, Transfor mati onal, Transactional

b. Dependent \ériable Mbtivation

4.7.3 Milti-cd-lirearity test

Multi cd-linearityrefers toastaistical phenonmenonin whichtwo or more independent variabl es
inaregression nodel are highly correlated According to (Qyjarai, 2009) the ter m multi-cd-
linearityis defined as “Asituationin whichthereis an exact or nearly exact linear rel ation anong

two or nore of the input variables’’.

Aregression nodel issaidtoexhibit multi-cd-lirearityifthe explanatory variables are associated
with one anat her and wth alinear conbi nation of two or nore explanat ory variables (Paul, 2004).
The explanatory factors becorne identical and disrupt the dataifthereis a high correlation bet ween
them Two often used metrics to assess how multi-calinear the independent variable is wth the
ot her independent variables in a regression nodel are the \ariance Inflaiion Factor (MF) and

tderance.

The inverse of the tderance val ue is the \ariance Inflation Factor (MF). M F was calcuaedin
order toidertify the multi cd-linearityissue. Thereis no significant multi cd-linearity bet ween
the explanatory factors, as indicated by the MF val ues for al independent variables being < 10.

M F val ues above 10 would showthe existence of multi cd-linearity problem Atderance of less

47 | Page



than Q 10indicates a serious ca-linearity problem which neans that the independent variables are
much correlated and the multi-cd-linearity assumption is idated Fom the table belowthe
tderance is greater than 0. 10 suggesting that the assunption of multi cd-linearityis nat vidated

Table 18 - Col-linearity statistics test of independent variabl es

Coeffidents 2
95.0%
Unstandar di zed Standar di zed Confidence Col -linearity
Coefficierts Coeffiderts Inerval for B Statistics
Model
Sd Lower | Upper
B Error Beta t Sig Bound | Bound | Tolerance | MF
Constant 2794 | 0534 5232 | 0000 | L738 | 3850
Transfor mational 0.358 | 0126 | 0267 2833 | 0005 | 0108 | 0608 | 0.730 1369
Transacti onal -0006 | 0.118 | -0004 - 0963 | -0239 | 0.228 | 0.726 1377
0.047
Laissez fair -0116 | 0.055 | -0181 - 0036 | -0224 | -0007 | 0.889 1125
2115

a [ependent \ariable: Mbtivation

Source: SPSS survey data 2024

4.7.4 Assunptions of honoscedasticity

Ho noscedastidty refers tothe assunption that the variance of errors is constant across al levels
of anindependent variable in statistical nodels, which is crucial for valid inference in anal yses
such as regression and ANOVA Mdations of this assunption can lead toinefficient esti nates
and hiased statistical tests. \arious nethods have been devel oped totest for honoscedasticity,
when the variance of eros dffers a dfferent values of the Independent \ariables,
heteroscedasticityisindicated Honoscedasticity can be checked by visual examnation of a pl o
of the standardi zed residuals (the errors) by the regressi on standardized predicted val ue (. Govi nd,
1992)

The convertional recommendation for assessing the assunptions of honoscedasticity wthinthe
framewor k of regression anal ysis is to graph the pred cted dependent variable val ues agai nst the
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residuals. The presence of hetero-scedasticityis suggested when these val ues exhibit a dispersion

or dvergence fromleft toright or fromright toleft (Gbourne, 2002).

The scatterpl a inthe figure bel owde nmonstrates that the points are concentrated around 0 and are

distributed evenly which shows that no vi dation of honoscedasticity exsts.

Scatterplot
Dependant Variable - Employees’ Motivation
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FHgure 11 - Scatterpla of standard zed residuals

Source: SPSS survey data 2024

4.7.5 Linearity Test and Qutliers

The pre mse of alinear association bet ween i ndependent and dependent variabl es can be eval uated
by analyzingthe P-P pla associated wththe nodel. A nore advantageous approach for detection
invol ves the scrutiny of residual plas, whichrepresent the standardi zed residuals as a function of
standar di zed predicted values (Gbourne, 2002)

The proxi mity of the pants tothe dagonal line indicates how closely the residuals adhere to a
nor mal distribution The graph that cormes next illustrates that the visual exam nation of the P-P
pla indicates a linear link bet ween the dependent and independent variables. This observation
i npliesthat thereis noinfringe ment of the linearity assunption Qutliers can be identifiedthrough
the examnation of the scatter pda. The scatter pot presented bel owindi cates that no significant

outliers were detected
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Normal P-P Plot of Regression Standardized Residual
Dependant Variable: Motivation

1.2

0.8
0.6

0.4

Expected Cum Prob

0.2

0 0.2 0.4 0.6 0.8 1 1.2
Observed Cum Prob

Hgure 12 - Scatterpla of standardi zed residuals for linearity

Source: SPSS Owen survey data 2024

Mul ti d e regressi ons

Multiple regression nakes it possibletoexamne howa numnber of independent factorsinteract to
affect a dependent variablés value. Wing multipe regression nodelstotest the nodel's relevance
isthe pri mary goal of the multipe regression analysis section Inthe multipe regression nodel,
the independent factors that explain the dependent variable of work satisfaction include

transfor mati onal, transactional, and laissez-faire dnensions.

The regression nodel summary is shown in Table 4 15 To deter mine whether the regression
model fits the data healthy, the table dsplays the R Rsquared ad usted Rsquared and standard

error of the esti nate

R val ue characterizes the correlation bet ween the independent and dependent variables it can also
be consi deredto be one of the neasure of the quality of the forecast of the dependent variable. The
coefficent of deter mnationis represented by Rsquared val ue whichis the proportion of variance
inthe dependent variable that is darified by the predictor variabl es.

Table 4 15 presents the ANOVA result of the regression nodel. The Fraiointhe ANOVAtable
tests if the regression nodel fits well wththe data.

Table 19 - The nodel summary for the regression result
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Adjusted R| Sd FEBror of the
Model R R Square Square Esti nate
841 0.743 0.725 0.62212

Predictors : (Constant), indivi dualized consideration, inspirational motivation idealized attribute,
intellectual sti mulation idealized behavior, hunan relations, irternal process, openness, rational,

laissez faire leadership styles .
Dependent variable- motivation

Al the independent variables have been erteredintoregression anal ysistogeneratethe predictive
model of notivation

The coeffident of miltiple deter mnations value of R- square is Q743 This val ue indicates the
proportion of the variance inthe dependent variable that is explained by the dependent variable.
Multiplying R-Square value by 100, the nodel illum nates 74 3%af the variance inthe dependent

variable notivation

Before running the regressi on anal ysis the model adequacy and fitness was checked The overall
significance of the nodel was denonstrated in the Anova table below The mnodel reveals a
statistically significant relationship bet ween enployees notivation and predictor variables F (3
137) =59 605, p <0001 The result shows that the model is significant andthe variation expl ai ned

by this model is nat obtained because of a chance.

Table 20 - ANOVATresut of regression nodel

ANOVA
Sum  of Mean
Model Squares df Square F Sig
Regression 7.742 3 2.581 6.668 | <001
Resi dual 51 863 134 | 0.387
Total 59 605 137
a. Dependent \ariable: Mtivation
b. Predictars: (Constant), Laissez fair, Transfor mational, Transactional

Source: SPSS Owen survey data 2024
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Table 21 a- Coefficients of the multipe regression nodel result of independent variabl es

Coeffidents?
95.0%
Unstandardized | Standardized Confidence Col -li nearity
Coefficients Coefficients Interval for B Satistics
Sd Lower | Upper
Model B Error Beta T Sg Bound | Bound | Tolerance | MF
1| (Constart) | 2785 | 0.339 8204 | 0.000 | 2114 | 3456
I deali zed 0.290 | 0085 |0.280 3407 | 0001 | 0122 | 0.458 | 1000 1.000
I nfl uence
2 | (Constart) | 3228 |0.381 8462 | 0.000 | 2473 | 3982
I deali zed 0.240 | 0086 | 0233 2790 | 0.006 | 0.070 | 0.411 | 0.943 1061
I nfl uence
Laissez fair | -0.128 | 0.053 -0200 - 0.018 | -0233 | -0022 | 0.943 1061
2396
a. [ependent \ariable: Mbtivation

Source: SPSS survey result of the nodel (2024)

Table 22 b- (oefficients of the miltipe regression nodel resut of i ndependent variables

Coeffidentsa
Standar
di zed 95.0%
Unst andar di zed Coeffici Confidence Col -linearity
Coefficients ents Inerval for B Statistics
Sd Lower Sd
Model B Error Beta T Sg Bound B Error
1| (Constant) 2794 0.534 5232 | 0000 | 1738 |3850
Transfor national | 0.358 0.126 0. 267 2 833 0.005 | 0.108 0.608 0.730 1369
Transacti onal -0 006 0.118 -0 004 -0047 | 0963 | -0239 | 0.228 0. 726 1377
Laissez fair -0 116 0.055 -0181 -2115 | 0036 | -0224 | -0007 | 0.889 1125

a. Dependent \ariable: Mtivation

Source: SPSS survey result of the nodel (2024)
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The equation of the regression nodel is Y= B0+ PIx1+ B2x2+ B3x3+ e By rearranging the
coefficierts of the independent variables the equation wil be

Y=2.794 +(Q 358*1) +(-0 006*2) +(-0 116*3) + 0 534

Y represents e npl oyees” nmotivation and B0, the constant whichis 2794 and eis a vector of errors
of prediction

The multipe regression output coefficents designate the nagnitude of the inpact of the
di nensions of leadership style on notivation Therefore, the unstandardized beta val ues of each

independent variablethat are deter ninedinthe nmodel output areinterpreted as fdlows.

I dealized behavi or i.e one of the d nensi on of transfor nati onal leadership has f=0290 a P<0. 00.
This result proposes that enployees’ notivation whose enployer practice idealized behawvior
characteristic increased significantly by 29 percent. Next to idealized behavior Inspirational
motivation scores high p= 0 117 a P<0.00. Onthe sane sense, we can concl ude the si gnificance
of inspirational notivation d nensionis 17. 7 percent for staff notivation

Rel ati vel y fromtransactional 1eadershi p di nensions hunan relations has high f=0.125 at P<0. 00,
the ather d nensions has positive beta val ue but not significant to enpl oyees notivation

A last, Laissez Fair leadershipstyie has a negative beta-0 116 a p<0. 00, that depicts when leaders
exercisethis kind of style the notivation of enpl oyees goes backward
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CHAPTER H VE

SUMMARY CONCLUSI ONS AND RECOMMENDATI ONS

This Chapter wil conclude the study by summarizing the key research findings inrelationtothe
research ai ns and research questions, as vell as the value and contribution thereof. It wll aso

reviewthe li mtation of the study and propose opportunities for the future research

The survey was dstributed for 154 sanple MNCs enployee respondents, of those 138
questionnaires fuly answered and returned The study use 138 respondent data and anal yze using
SPSS \krsion 24 data anal ysis soft ware usually practiced by social science, statistical and clinical

st udi es.

This mainai ns of thisresearchisinvestigate effects of leadership styies on e npl oyees noti vation
insixselected MNGCs locatedin Addis Ababa, BEhiopia Tothis effect the study exa mne:

v" Whichtypes of leadership styles are practiced in MNCs?

v D stinguishing which component or d nension of leadership styie has significant effect on
e npl oyees™ noti vation

v' Testing the level of relaionship of transfor netional, transactional and Laissez fair
leadership styles towards enpl oyees’ noti vati on

v Wl wstratingthe dom nance leadership style for e npl oyees notivation

5 1 Summary of fi ndi ngs

The de nographic measure shows that out of 138 respondents 75 (54.3% are nale and 63 (45. 7%

arefemale

Maj ority of the respondents aged inthe range of 31-40, nmaking 32 60 % of the tatal. 21.7%are
bet ween of 21-30this shows that nost of the mare young and mddl e aged.

Educational level of the respondents shows that 38 (27.50% are Msters’ degree hol ders and 50
(36.2% are bachel or degree hdl ders.

Regarding length of experience inthe organization; 26 10% of the m have been working in the
corporation to 3 - 4 years while 20.3% have 5 years and 21 70% have nmore than 5 years of
experience. These showthat nost of the respondents have norethan 3 years of experience intheir

respective organi zati ons.
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Job position and no. of subordinates data anal ysis tells us nmost e npl oyees 50(36.20 % are seni or
and nanage subordinates 40(29% bet ween 1 — 5 staffs under their supervision

The descriptive anal ysis shows that anong the leadership styles transfor mational has high nean
val ue 3 8465 and SD 0.4920, transactional and laissez fair scores a nean val ue 3 7382 and 1 9372
respectively. This result illustrates that transfor mational and transactional are nostly practiced
leadership stylesin MNCs of BEhiopia

When we conpare the mean and SD of d nensions of transfor national leadership style that
idealized influence has the highest nean val ue of ( M=3.94, SD=0. 64) fdlowed by inspirational
motivation ( M=3. 92 SD=0. 67), thisindicates that transfor mational leaders consistertly engage in
the practice of idealized influence (behavior). Such leaders are estee ned, respected trusted and
de nonstrate a high degree of consistency intheir professional conduct, grounded in fundanental
ethics and principles. Incontrast, intellectual sti mul ation and indivi dualized consideration are the

least frequentlyi nplemented practices anong nanageria personnel.

Armong d nensions of transactional leadership style human relaions has the highest nean score
conparedtothe aher dmensions of transacti onal leadership styies onthe opposite side Rational
has the lowest nean score of 367 and standard deviation of 059 which shows that it is the least
practiced d nension anong transacti onal leadership styie

Bet ween the d nensions of EMB e npl oyees are satisfied by the pay and pronotion e npl oyees
are notivated wth the relationship they get fromthe organization Pay and pronotion patential
has ( M=3.97, SD=0.94) fromthis category while benefits has the highest nean ( M=4.03) and
lovest (SD=0.69) conpared to ahers inthis category. Skill and Abilities has the lowest nean
val ue ( MF3. 79) and standard devi ation of (SD=0.94).

This result shows that empl oyees are satisfied by the conpany’s pronotion and environnent but
there is high organizational paliticsto get indorsed inthe organization

Accordingtothe Pearson correlationresult the significant correlaionis between Transfor mati onal
to Motivation whichis (r=0. 316, p<0.01); this study tells us there is a high positive relaionship

bet ween transfor mational leadership style and e nployees™ noti vati on
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The second largest positive correlaionis bet ween transactional wth notivation wththe (r=0. 182,
p<0.01); therefore, we can conclude transactional leadership styleis well practiced inthe MNCs
of BEhiopia next to Transfor national leadership style.

On the contrary, Laissez Fair styleis nat practiced armong the sanple MNCs conpanies of Addis
Ababa wtha nagnitude of (r=0 255 p<0.01) whichshows negative relationship wth notivati on

Fromthose five d nensions | dealized i nfl uence and inspirational notivati on show hi gh si gnificant
correlaion (r=0.572, P<0.01) and (r=0.498 P<0.01) respectively.

Positive relationship existed bet ween all d nensions of transfor mati onal leadership Idealized
influence, has a noderate positive and significant relationship wth empl oyees™ nuotivation
(r=0.280, P<0.01). The correlation bet ween idealized behavior wth enployees” notivation is
strongl'y and positively correlated wth (r=0.597, P<0.01).

Armong the d nensions of transactional leadership Qpenness has high significance correlation
result (r=0.589, p<0.01) with Human relation; inaddition Hinman relation has the largest positive
correlation wth enpl oyees” nuti vati on ranki ng (r=0. 228, p<0.01)

Laissez faire leadership is negatively related wth notivation (r=-0 255 P<0.01), which shows

that as leaders runthrough this behavi or subordinates’ satisfaction wll decrease.

A multige regression anal ysis using nine independent variables found that leadership styies
accountedfor 74. 3%oaf empl oyee notivation variance. The nodel's adequacy and fit were assessed
by using ANOVA test, and a statistically significant correlation was found bet ween e npl oyee

motivation and the predictor variabl es, indicating that the variaionis not randomchance.
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5.2 @ncl wision

Based onthe findings we drawthe falow ng conclusi ons;

Mbst respondents were young and mdd e age plus they have required qualification skill
and experience for the job. Vi concl ude that job fit of nost sanple conpanies is satisfied
The findings reflect transfor mational and transactional leadership was usually practicedin
MNCs, anong the d nmensions of transfor mational leadership ldealized influence and
Inspirational notivation has high positive i npact on e npl oyees™ notivation. V¢ concl ude
the personality and communi cation of leaders wth their subordinates has a great infl uence
to notivation

The study tries to determine the inter relationship bet ween the independent variables
transfor mational, transactional and laissez fair leadership style by using correlation
anal ysis. Fomthe conponents of transfor mational leadership idealized influence and
inspirational notivation has strong and positive correlation wth notivation (r=0 280,
P<0.01) and (r=0.272, P<Q.01) respectively.

The third objective of this research was to showthe nagnitude of the effect of leadership
styles to enpl oyees” notivation The unstandardized beta val ue of independent variable
shows that an increase by 1% of Idealized Behavior wil resut in 29 0% increases on
enployees’ notivation Regarding laissez fair and transactional leadership style has
negati ve and i nsi gnificant unstandar di zed beta value of -0 006 and -Q 116 respecti vel y.

Multiple regression analysis was enployed to ascertain the influence of independent
variables. The findings indicated that the model accounts for 74.3%of the variance inthe
dependent variable, wth the residual 11 0% attributable to predictors nat enconpassed

withinthis nodel.

Therefore, our study tries to fill the gap as there was no several researches on the effect of

leadership style on enployees™ nuotivation of MNCs in BEhiopia
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5.3 Reco mne ndati on

< Based onthe research findi ngs the high correlation of i dealized i nfl uence and i nspirational
motivation nay lead to hiasness and very pertinent organizational politics to get
pronotions. Therefore, we suggest the HRto take surprise perfor mance eval uation and
gi Ve repetitive trai nings to upgrade and bal ance the staff capacity:.

% Fromthe d nensions of motivation we find skill & abilities and wor k activities have | ower
mean of notivation So we recommend the nanagenent to enhance networ king, good
governance and comnunication ahilities bet ween depart nents usi ng technol ogi es.

R/
A X4

Enpl oyee satisfaction with benefits, flexibility in scheduling and positive relationshi ps
with coworkers, supervisors, and subordinates is a key factor in effective leadership

hi ghlighting the i nportance of such factors in nanage nent.
54 L ntations

The investigat or enployed a Like heart scale questionnaire to assess the perceptions of MNGCs, a
multifaceted organi zati on conprising around 1, 485 corporati ons personnel. Ow ngtofinancial and
tenporal li mtations, the inquiry was excl usively concentrated on the MNC offices wthin Bole,
Akaki Kality and Aada sub cities of Addis Ababa uilizing a sanple of 138 e npl oyees. The data
collection was an additional concern as partid pants nmight refrainfromprovidingtruthful ans wers
due to hesitations regarding repercussions from third parties. The researcher inplenmented
measures to ensure confidentiality and undert ook alternative re nedial strategies to mitigate these
idertified li nitations.
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5.5 Future study reco mne ndati ons

This study focused on effects of leadership styles on notivations of Milti-National Cor porations
e npl oyees, this can also be studied on dfferent sectors like banks, insurances or hospitals.

Inaddition thei npact of cutural dfference on empl oyees™ nutivation on MNCs wth a nediator

of Organizational pditics can be conducted for future researches.
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Append x 1

Excl uded Vari ad es?

Model Beta t Sg Partial | Col-linearity Satistics
In Correl [Tolera | MF M ni mum
aion | nce Tol erance
1 Intellectual i mulation .08% 0.872 0.385 0.075 0.673 1485 0.673
Individual Consideration | .063 0.667 0.506 0. 057 0.755 1.325 0. 755
Inspirational Mbtivation AT 1 878 0.063 0.160 0.752 1.330 0.752
Hu man Relations 125 1 357 0.177 0.116 0.787 1271 0.787
Internal Process Q710 0.826 0.410 0.071 0.919 1.088 0.919
Openness 115 133 | 0178 | 0116 |0934 |1071 | 0934
Rati onal - 028 | -0329 | 0.742 -0.028 | 0.966 1035 0.966
Laissez fair -.2000 | -2396 | 0.018 -0202 | 0.943 1.061 0.943
2 Intellectual i mulation .04 0. 466 0.642 0.040 0.652 1.534 0.652
Individual Consideration | .071¢ 0.764 0.446 0. 066 0.754 1 327 0.716
Inspirational Mbtivation 145 1540 0.126 0.132 0.733 1 364 0.733
Hu man Relations .08% 0.961 0.338 0.083 0.762 1.313 0.762
Internal Process 025 0.288 0.774 0.025 0. 868 1.151 0. 868
Openness .087° 1025 0. 307 0.088 0.913 1 095 0.897
Rati onal -.056¢ | -0676 | 0.500 -0.058 | 0.947 1 056 0.922

a Dependent \ariable: Mtivation

b. Predictarsinthe Mbdel: (CGonstart), Idealized Infl uence

c. Predidorsinthe Mbdel: (Constart), Idealized Influence, Laissez fair
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Wbrk Han

Table of ti ne dan

Ser. Maj or Activities Ti neliness Re mark

No.

1 Title Selection and concept note March 27,2024 -
April 30, 2024

2 Aut horization and preparation of guide | May 01, 2024 — My

line for the approved researchtitle 10, 2024

3 Preparation of draft research proposal My 11, 2024 -
August 10, 2024

4, Review of draft research proposal by | August 11, 2024 —

advisor Septe mber 11, 2024

5. Subnssion of final research proposal Septe mber 12 — 30,
2024

6. Data Collection October 01, 2024 —
Nove mber 15 2024

7. Data anal ysis and i rterpretation Nove mber 16, 2024
— December 31
2024

8. Draft report preparation January 01 - 19
2025

9 Dr aft report submssion January 25 2025

10. H nal report submssion
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Cost Budget Han

Ser. Descri ption Anount in ETB Re mark
No.

1 Stationery Itens Cost 3,400.00

2 W-H Internet Cost 1,000. 00

3 Transportation Cost 3,000.00

4. Accommodations (lunch) Cost 4,000.00

5 Contingency (10% 1,140.00

TOTAL BUDGETED COST 12, 540,00
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Append x 2 Questionnai res
ADDIS ABABA UNI VERSITY
FACULTY OF BUSINESS AND ECONOM CS
DEPART MENT OF MANAGE MENT
MASTERS OF SAENCE I NINTERNATI ONAL BUSI NESS

Dear, respondents

My nane is Nlkiyas Teklehaynmanot and I amconducting a study ertitled, "Hfect of leadership
styles on enpl oyees’ notivation: The case of selected MNCs” in Addis Ababa, Rhiopia”to partial
fufil nent of the requirement for the conpletionof MSc. Degreeinlnternational Business ( M B
from Addis Ababa Uhiversity.

The ai mof this study isto exanine the i npact of leadership styie on enployees™ notivati on and
any infor mation obtained regardng wththis study wll be used for acade mc purpose only and
remain strictly confidentiad and nat to be shared to any of your organizatioris administrators,

supervisars or e npl oyees.

Your contributiontothis workis valuable. If any clarifications are needed you can contact ne at

m ki yastek ehay nmanot @gnail.com

Thank you in advance for your ti ne and assistance
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Section 1- DEMOGRAPH C DATA

Please fill inthe Hanks, and put this mark (V) toindicate your choice for these itens that have

alternati ve responses.

(if applicable)

Ser. | Description 1 2 3 4 5
No.
1 Sex Fenale al e
2 Age
(20-30) (31-40) (41-50) (51-60) ( Above60)
3 Educational Certificate
Background ( \Vocational/
technical Schoal) Dploma Degree Masters PHD
4 Wor k
Experience, in More
your Below 1 Year 1 &2 Years 3 &4 Years | 5 Years than
or gani zati on 5 Years
5 Job Position
Juni or Mdde Seni or Manageria | prjng pal
Level ( Owner)
6. No of
subor di nates
under your |1-5 6-10 11 - 20|21-30 Above 30
supervision e npl oyees e npl oyees enployees | enployees | enployees
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Section A- Miltifactor leadershi p questionnaire that is uisedto rate leaders (ratter for n).

Pl ease tick your preferences

No | Ite ns for rating e npl oyers’ Not Once in a| Soneti nes Fairy Frequently,
al | while(® | (3 often(4) | if not
al ways(9)
1 | Acknowedges the dstinct needs,
conpetencies, and aspiraions that
differentiate ne from ny peers.
2 |lInvests tine in instructing and
ment ori ng
3 | Facilitates the enhancement of ny
strengt hs.
4 | Provides individualized atention
rather than nerel yrecognizing ne as a
me mber of a cdlective.
S | Articuates a persuasive vision for the
fuure
6 | Engages in dscussions wth an
opti mstic outlook regardng fuure
possi hilities.
7 | Denonstrates a conviction that
obj ectives wll be realized.
8 | Speaks wth fervour about the
necessary acconplishnents.
9 | Prioritizes the welfare of the group
over personal irterests
10 | Exhi bits a sense of aut hority and self-
assurance
11 | Fosters a sense of pride in ny

associaion wth hi mher.
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12

Acts in ways that cultivate respect

wthin ne

13 | Suggests innovative perspectives on
how to approach the conpletion of
assignnents.

14 | Makes ne consider issues from
several perspecti ves.

15 | Examines inportant presunptions
againtosee if they make sense.

16 | Looks for daher viewpoints for
resa ving problens.

17 | Shows genuine concern for team
me mbers  well-being

18 | Recognizes and rewards individual
contri buti ons.

19 | Actively listens to team nenbers’
concerns and suggesti ons.

20 | Builds strong relaionships wth team
e moers.

21 | Provides regular feedback on ny
perfor mance.

22 | Ensuresthat processes and procedures are
fdlowed consistertly.

23 | Holds team menbers accountable for
their responsi hilities.

24 | Encourages adherence to organi zati onal
policies.

25 | Open to newideas and approaches from
team e mbers.

26 | Encourages cdlaboration across dfferent

teans or depart nents.
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27 | Val ues transparency in decision- maki ng
pr ocesses.

28 | Makes decisions based on data and
obj ective anal ysis.

29 | Sets dear goals and objectives for the
team

30 | Evaluates the outcones of decisions and
adj usts strategies accordi ngly.

31 | Encourages a logical approach to
proble msad ving

32 | Procrastinates in addressing to urgent
guestions

33 | Neglects to engage when critical natters
e mer ge.

34 | Avoids the process of making

deter minati ons.
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Section B Enpl oyees™ Moti vation survey ( EMB)

Iltens

Poor

(D

Satisfactory
(2

Good
(3

\ery
Good(4)

Excellent
©

PAY AND PROMOTI ON POTENTI AL

Job Security

Benefits (Health insurance, life insurance, etc.)

offered

Recognition for works achieved

Promotion Qpportunities

Sal ary offered

USE OF SKI LLS AND ABI LTI ES

Support for training &education

Opportunities to uilize your skills and

capabilities

Opportunities to acquire newskills

WORK ACTIM TI ES

Degree of independence in work rdes

Good opportunities for periodic changes in
duties

Variety of work responsibilities

WORK RELATI ONSHIPS

Rel ationshi p wth subor dinates

Rel ati onship with co- workers

Rel ationship wth super visor

GENERAL WORKI NG CONDI TI ONS

Hex hle schedul e

Hours wor ked each week

Pai d vacation ti n&/sick leave offered

Location of work place

Bass and Avolio (1989)
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