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Abstract 

 

The purpose of this explanatory research project is to examine the role of 

leadership style in the organizational change effectiveness at ECX. A structured 

questionnaire was prepared to measure the role of leadership styles 

(independent variable) on the organizational change effectiveness 

(dependent variable).  Primary and secondary data sources were used. 

Questionnaire and interviews were data collection methods. Both quantitative 

and qualitative research approaches were implemented and the research 

questions were also examined on a sample of 147 staff of ECX at the Head 

Office in Addis Ababa. Out of the 147 distributed questionnaires, valid response 

was collected from 111 respondents. The data were analyzed using descriptive 

statistics, correlation analysis to identify any relationship between the variables & 

regression analysis to predict the change in the dependent variable when the 

independent variables change. The result showed that the Transformational 

Leadership Style is predominantly practiced at ECX followed by the 

Transactional Leadership Style with high and moderate correlation coefficients 

respectively. Laissez-faire leadership style has positive but weak correlation with 

the Organizational Change Effectiveness. The independent variables are also 

found to be good predictors of the dependent variable. Furthermore, the 

Transformational and Transactional Leadership Styles are found to be statistically 

significant predictors of the Organizational Change Effectiveness while Laissez-

faire is not. Based on the findings and conclusion, the researcher recommended 

that top management should give more emphasis to the Transformational 

Leadership Style as it was found as the dominant leadership style at ECX 

currently which also found to have a strong positive correlation with the 

Organizational Change Effectiveness. This dominant leadership style was also 

found to be statistically significant predictor of the Organizational Change 

Effectiveness. 

 

 Key Words: transformational leadership style, transactional leadership style, 

laissez-faire leadership style, organizational change effectiveness, Ethiopia 

Commodity Exchange. 
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CHAPTER ONE 

INTRODUCTION 

1.1. Background of the Study 

Heraclitus, a Greek philosopher, once said the only constant matter on this 

world is change. It occurs anywhere, everywhere and at any time. No one 

is isolated from the impact of change. Everyone is affected in varying 

degree with differing outcomes. In this ever changing and dynamic 

environment, it is critical for all living beings to adapt to change and 

survive. It is a complex process in which systematic efforts are employed to 

move from the current status quo in to a new desired state.  

 

As per Ali Mohammad Mosadeghrad (2014), unsuccessful change 

programs were attributed to insufficient education and training, employees' 

apathy, inadequate management support, poor leadership, inappropriate 

organizational culture, inadequate resources, poor communication, 

inappropriate planning, insufficient customer focus, and lack of a 

monitoring and measurement system. From this it can be learnt that lack of 

or poor change management efforts by companies may result in poor 

performance outcomes and even collapse of the business. Srinidhi (1998) 

argue that lack of top management involvement is the most critical barrier 

to strategic quality management implementation. Low management 

commitment and involvement can result in failure in as many as 80% of firms 

(Atkinson, 1990; Jaehn, 2000). 

 

The changes in rapid technological advancements, changes in customer 

preferences and other political, economic and societal changes enforce 

organizations to change and adapt to the demanding environmental 

factors. The former CEO of the General Electric, Jack Welch, once said “If 

https://www.researchgate.net/profile/Ali-Mosadeghrad
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you are still doing things now the same way you did them five years ago, 

you are doing something wrong”. Gardner (1990) also stated that the only 

way to conserve an organization is to keep it changing. 

 

Various researches have been made on the impact of the role of 

leadership styles in the organizational change effectiveness. Leadership is 

the process through which an individual exerts control over another or other 

individuals with the intention of providing guidance, influencing them and 

facilitating activities amongst the team members in an organization setting 

(Boedker, Vidgen, Meagher, Cogin, Mouristen, & Runnalls, 2011). In their 

course of interactions with subordinates, leaders tend to employ 

combinations of character traits, skills and behaviors widely known as 

leadership style (Iqbal, Inayat, Ijaz, & Zahid, 2012). Different leaders employ 

different leadership style in organizations. And even sometimes a leader 

may follow different leadership style depending on the context and 

situation. So it may not be possible to conclude that a specific leadership 

style is more important than others in the overall organizational change 

effectiveness. 

 

Though there are various researches available on the role of the leadership 

in organizational change effectiveness, there is no specific research made 

on the role of the leadership style in organizational change effectiveness at 

Ethiopia Commodity Exchange. The effective organizational change 

implementation at ECX is significantly important as its operation affects the 

life of the poor Ethiopian farmers on one side, and the exporters (buyers) on 

the other side. The Government of Ethiopia is also affected by the 

operation of ECX as all the agricultural export commodities, which bring 

significant hard currency to the nation, are transacted at ECX.  i.e. the 

organizational change effectiveness is significantly important.  In spite of 

the changes undertaken at the organization since its inception, especially 
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in the last five years, there is no any formal research study made on the 

subject of this research project. The aim of this research project is therefore 

to make a study of the role of the leadership in the organizational change 

effectiveness of the Ethiopia Commodity Exchange. 

 

1.2. Background of the Organization 

The Ethiopia Commodity Exchange (ECX) is a new initiative for Ethiopia and 

the first of its kind in Africa.  The ECX is a unique partnership of market 

actors, the Members of the Exchange, and its main promoter, the 

Government of Ethiopia. ECX represents the future of Ethiopia, bringing 

integrity, security, and efficiency to the market. ECX creates opportunities 

for unparalleled growth in the commodity sector and linked industries, such 

as transport and logistics, banking and financial services and others  

 

Since its inception, the Ethiopia Commodity Exchange has undergone 

numerous changes that can be expressed in terms of introducing new 

products and services, changes in operational models, changes in the 

leadership, organizational structure and others. The major changes that 

have occurred at the Ethiopia Commodity Exchange were the organization 

wide changes that resulted in splitting the Exchange in to two i.e. the new 

ECX that was mandated to provide the trading service alone whereas the 

second organization, Ethiopian Agricultural Commodities Warehousing 

Service Enterprise (EACWSE) that was mandated to provide services 

ranging from quality certification, grading and warehousing to delivering 

the commodities. The two companies operated independently for 20 

months. However in 2017, the same Council of Ministers which span-off the 

Ethiopia Commodity Exchange in to two in 2015, liquidated the EWCWSE 

and merged back with ECX claiming that the required efficiency could not 

be achieved. The merger of both organizations resulted in critical 
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operational, organizational and system wide challenges that required solid 

leadership capacity for its effective implementation. 

 

Ethiopia Commodity Exchange has its Head office at Addis Ababa, 23 

branches across the country and 4 outlying trading centers in addition to 

the one at the Head Office. It has more than 1,080.00 regular employees at 

the end of April 2021. Since its inception, the Exchange has gone under 

various changes ranging from operational models to major structural 

changes. 

1.3. Statement of the Problem 

Murphy (1999) suggests that “change is inevitable, but growth is optional.” 

However, how to manage such ongoing natural process to the best interest 

of those affected matters most. For organizations to be successful in 

managing change and get the most out of it, it should be implemented at 

three levels i.e. at the individual, the group and the organization level.  

Gardner (1990) states the only way to conserve an organization is to keep it 

changing in the dynamic environment. The change can either be a 

planned change that mainly focuses on the individual, group and 

organizational effectiveness or the unplanned (haphazard) change that 

occur randomly (Porras & Robertson, 1992) 

 

However, as an employee of Ethiopia Commodity Exchange for more than 

the past decade and from discussions made with some Chief Officers and 

Managers, there is a gap that the various changes that have occurred 

have not been evaluated in light of the leadership style that is assumed to 

be predominantly existing at the company. So far, there is no any formal 

research made on the critical role of the leadership and the related 

leadership style in organizational change effectiveness at Ethiopia 

Commodity Exchange. Various changes such as changes in coffee trade 

model as a result of reform on the coffee value chain, implementation of e-
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auction system, introduction of new membership type and introduction of 

Special Window Service for processors are some of the changes 

implemented previously.  When considering the role of ECX on the nation‟s 

foreign currency earning capacity, the effectiveness of the organizational 

change implementation play the determinant role, as otherwise of which 

will adversely impact the Ethiopian economy since most of the 

commodities traded at ECX are export commodities on which the 

Government of Ethiopia is currently dependent up on. In this research 

project, the critical roles of the leadership styles have been studied in the 

overall organizational change effectiveness at ECX the result of which 

would have significant practical implication for the leadership in its future 

effective organizational change implementation.  

1.4. Research Questions 

The study attempted to identify if any leadership style among the 

practically existing styles prevails on top at the Exchange and see if the 

leadership style adopted has any role in the organization‟s change 

effectiveness. The Transformational, Transactional and Laissez-fair 

Leadership styles that are considered to be in effect in the Ethiopian 

context are the subject of this study. For this purpose, the following research 

questions have been developed to uncover the relationship between the 

leadership styles adopted and the role of the leadership in the 

organizational change effectiveness: 

 

 What specific leadership styles are most significantly associated with 

the organizational change effectiveness? 

 Do these specific leadership styles play a role in the process of 

organizational change effectiveness? 

 To what extent do these leadership styles affect the organizational 

change effectiveness? 
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1.5. Objectives of the Study 

1.5.1. General Objectives 

The general objective of this study was to identify the role of the dominant 

leadership styles in managing organizational change effectively in the 

case of Ethiopia Commodity Exchange. 

1.5.2. Specific Objectives 

Specifically, this research had the following objectives:- 

 Identify the dominant leadership style exhibited by the top 

management at the Ethiopia Commodity Exchange; 

 Identify the relationship between leadership styles and the effective 

organizational change effectiveness using mean, correlation and 

regression analysis; and 

 Examine the extent to which the leadership style influences the overall 

organizational change effectiveness process. 

1.6. Significance of the Study 

As the role of the Ethiopia Commodity Exchange has a pivotal contribution 

in the country‟s effort to improve the livelihood of the poor farmers on one 

hand; and to improve  the foreign currency earning capacity of the nation 

on the other hand, the efficient and effective implementation of the 

frequent changes initiated by the Government of Ethiopia or ECX itself or 

the Market Actors or other stakeholders is decisively important. In light of 

this, the research study will have a practical implication to all the 

stakeholders who are significantly affected by the operations of the 

Ethiopia Commodity Exchange. The finding of the study is expected to 

particularly help the leadership team of ECX to get an insight in to how the 

company can effectively manage the change to the benefits of its very 

purposes, the outcomes of which will positively impact the stakeholders in 

varied degrees.  
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1.7. Scope/Delimitation of the Study 

The scope of this study was delimited to the role of the leadership style in 

the effective organizational change effectiveness at Ethiopia Commodity 

Exchange. Geographically, the study is intended to cover management 

and staffs of Ethiopia Commodity Exchange here at the Head Office at 

Addis Ababa. Regarding the conceptual scope, of the study, 

transformational, transactional and laissez-fair leadership styles have been 

considered to be studied in the context of the Ethiopia Commodity 

Exchange. Methodologically, the study employed both the qualitative and 

quantitative research methods 

1.8. Limitations of the Study 

This study was limited to identifying the leadership style that is dominant at 

ECX and tried to find out the relationship between the leadership style and 

the role of leadership in the organizational change effectiveness at Ethiopia 

Commodity Exchange.  

1.9. Organization of the Study 

This research project has been organized in to five chapters. Chapter One 

deals with Introduction consisting background of the study, background of 

the organization, statement of the problem, research question, research 

objectives, significance of the study, scope of the study, limitation of the 

study and definition of key terms. Chapter Two deals with review of the 

related literatures while Chapter 3  presents the entire research 

methodology including the research approach, research design, data type 

and sources, sample size and sampling techniques and data analysis 

techniques. Chapter Four discusses the results and interpretation of the 

findings and the final Chapter Five presents the conclusion and 

recommendation based on the uncovered findings in the preceding 

chapter. 
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CHAPTER TWO 

REVIEW OF THE RELATED LITERATURE 
 

2.1. Introduction 

The chapter discusses the problem under study through theoretical, 

empirical and conceptual aspects. It highlights the concept of 

organizational change and its efforts, organizational change management, 

change agents, change management models, challenges of 

organizational change management,  leadership and leadership styles 

under the theoretical review. It also reviews various empirical studies on the 

relationship between organizational change effectiveness and the three 

leadership styles under study. Based on theoretical and empirical literature 

reviews and the gaps identified, the conceptual framework has been 

developed. 

2.2. Theoretical Review 

In the contemporary world, almost everything is rapidly changing. 

Organizations are encountering challenges arising from these rapid 

changes in the market. Unless they take the proper timely action in a 

response to the changes in their environment, it becomes really difficult to 

stay in the market. They cannot keep on doing the business the way they 

used to do in the past. The former CEO of the General Electric, Jack Welch, 

once said “If you are still doing things now the same way you did them five 

years ago, you are doing something wrong”. Gardner (1990) also stated 

that the only way to conserve an organization is to keep it changing. In this 

twenty first century with the vast technological advancement, in order to 

make organizations gain the competitive advantage than their 

competitors, organizations should be more adaptive to change.  Singh 
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(2011) believes the adaptive to change can only be achieved through 

organizational leadership. 

 

2.2.1. Organizational Change and Organizational Change Efforts 

In today's ever-changing environment, change management has become 

one of the most important success criteria for every company. Technology 

advances, client preferences shift, new market laws emerge on a regular 

basis, and businesses must navigate huge global crises. Companies that are 

unable to adapt and seize growth opportunities are more likely to be 

outperformed by agile competitors. 

 

According to Warner Burke (2018), organizational change, in the context of 

organizational development, is defined as a planned process in an 

organization‟s culture through the utilization of behavioral science 

technology, research and theory. Richard Beckhard, the famous American 

organizational theorist, defined organizational change management in the 

context of the organizational development as an effort that is well planned, 

mostly organization wide, managed from the top to enhance the 

organizational effectiveness and health through planned interventions in 

the organization‟s processes using behavioral science technology. 

 

Organizational change, according to Hussain (2018), is the explanation of 

an organization's transition from a present known condition to an unknown 

intended future state. Meanwhile, Jones (2010) describes it as the process 

through which organizations improve their performance by moving from 

their current condition to a desired future state. 

 

Organizational change can be classified into two types: planned and 

unplanned. According to Porras & Robertson (1992), planned change is a 

deliberate decision or procedure to move the organization forward, 
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whereas unplanned change is a reaction to external factors such as new 

technologies or competitors that have an impact on the organization's 

main business. To deal with this predicament, businesses must work 

proactively in order to respond to planned change in a more flexible 

manner. 

 

2.2.2. Change Management 

Change management is one of the critical and challenging responsibilities 

of leaders in managing a healthy business and exploiting its growth 

potential. Without the effective change management, organizations will fall 

short of their objectives for existence. 

 

Strategic change interventions result in significant alignments between the 

organization and its competitive environment, as well as between the 

strategy, design features, and culture of the organization (Cummings and 

Worley, 2009). In other words, the outcome of any change management 

effort will have an impact on the business's external environment. These 

external competitive business settings provide the firm with both opportunity 

and challenges. Effective change management measures by the 

leadership would result in the organization's best interests being served, 

resulting in increased profit in the now and possible growth in the future. 

Failure to manage changes to the needed degree, on the other hand, 

may result in poor performance outcomes or, in the worst-case scenario, 

the business's collapse as a result of external obstacles. Internally, the result 

of change management may need a review and necessary action on the 

organization's business strategies, the design of how the business functions, 

and challenges the present culture in order to bring the business to the new 

desired state i.e. the new status quo. Shifting the company to a new 

operating system necessitates aggressive leadership from the top 

executives. It is in the power of the leaders to lead change. Leaders assist 
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people in developing required abilities to help them cope with changes in 

the workplace (Awuor & Kamau, 2015). 

 

Successful change implementation consist of five distinct parts (Cummings 

and Worley, 2009), which are:- The first is change motivation. Motivating is 

about developing preparation for change and overcoming resistance to 

change as change moves from the known to the unknown. The next one is 

creating a vision that includes describing the core ideology of the change 

and constructing the envisioned future. The other is developing political 

support which is a step-by-step action including assessing change agent 

power, identifying key stakeholders and influencing the stakeholder 

towards achieving the intended change. The forth key element is 

managing the transition. Any change movement does not occur 

immediately and does require transition period during which the 

organization is required to take actions such as activity planning, 

commitment planning and management structures. The final key action is 

sustaining momentum. Once organizational changes are implemented, 

special attention must be paid to maintaining the enthusiasm and 

commitment that has already been achieved. It is the final critical factor in 

effective change management initiatives, which involves providing change 

resources, forming a support structure for change agents, developing new 

competencies and abilities, reinforcing new behaviors, and keeping in 

loop. 

 

When planning and implementing the intended change, the organization's 

leadership must pay close attention to each of these actions for a 

successful organizational change management. They must ensure that it is 

properly implemented and that progress is being tracked at each stage. 
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Cummings and Worley (2009) also explained that there are three strategic 

change interventions. These are: 

Transformational change: it is an emerging part of the organization 

development that goes far beyond making the existing organization better 

or fine-tuning the status quo. It is concerned with fundamentally altering the 

prevailing assumptions about how the organization functions and relates to 

its environment. It assumes that change is triggered by environmental and 

internal disruptions; change is initiated by senior executives and line 

managers; change involves multiple stakeholders; change is systematic 

and revolutionary; and change involves significant learning and new 

paradigm.  

 

Continuous change: these are interventions that enable the organization to 

change themselves continually over a period of time. They are aimed at 

the growing number of organizations facing highly turbulent environments 

such as those firms in the high-technology, entertainment and fashion and 

biotechnology industries where timing is critical, technological change is 

rapid and competitive pressures are unrelenting and difficult to predict.  

 

Trans-organization change: this strategic intervention move beyond the 

single organization to include merging, allying or networking with other 

organizations. It is becoming more prevalent in organization developments 

as companies extend their boundaries to keep pace with highly complex 

and rapidly changing environments. 

2.2.3. Change Agents/ Organization Development Practitioners 

Any change activities are carried out by an individual or group of people 

either through an internal or external bodies that are responsible for 

facilitating the end to end effective implementation of the change and 

bring out the desired new state. These critically important people are called 

change agents. Without the active involvement of change agents in 
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facilitating the entire change process, the intended initiative to overhaul 

the existing organizational situation may not bear fruit.  

 

The role of change agents can be described in relation to their position as 

internal to the organization, external to it or a team comprising both internal 

and external consultants (Cummings and Worley, 2009). They are skilled with 

the change theory and implementation of the planned change initiatives. 

They are required to be equipped with both the foundation competencies 

such as organization behavior, individual psychology, group dynamics, 

management and organization theory and research methods; and the 

core competences than includes organization design, organization 

research, system dynamics and history of organization development and 

change. 

 

There are at least three set of people related to the change agents 

(Cummings and Worley, 2009). The most obvious ones are those people 

specializing in organizational development as a profession who may be 

internal or external consultants that offer professional services to 

organizations including their top managers, functional department heads 

and staff groups. People in the human resources development, 

organization design, quality control, information technology and business 

strategy are the other group of people specializing in fields related to the 

organizational development. The third set of people to whom the change 

agent applies is the growing number of managers and administrators who 

have acquired competence in organization development and who apply 

it to their own work areas.  

 

Brown and Harvey (2006) identified five change agent styles by taking 

morale (emphasis upon relationship and participants satisfaction) and 

effectiveness (emphasis upon goal accomplishment) as two parameters 

as having high and low on the matrix. These styles are:- 
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Stabilizer Style: this kind of change agents are characterized as 

maintaining low profile i.e. low on both the morale and effectiveness. They 

tend to harmonize on the relationship and compromise on the 

effectiveness and try to survive by following directives. 

 

Cheerleader Style: they put more emphasis on members‟ satisfaction and 

compromise on organizational effectiveness. Their focus is on winning the 

members attention over effectiveness.  

 

Analyzer Style: these kind of change agents place more emphasis on 

organization effectiveness with little attention on members‟ satisfaction. 

 

Persuader Style: these are averages on both moral and effectiveness 

and seek compromise between cheerleader and analyzer styles. They 

usually achieve average performances. 

 

Pathfinder Style: these are a kind of change agent who seeks high 

organizational efficiency and high member satisfaction. They are the 

desired kind of change agents for effective actual change 

implementation. Pathfinder style focuses on six critical processes i.e. 

communication, member role in groups, group problem solving, group 

norms and growth, leadership and authority and finally intergroup 

cooperation.  

2.2.4. Change Management Models 

A. Kurt Lewin’s Change Model 

The term "change" refers to any variation in an organization's overall 

working environment. The nature of the change can be either intentional, 

arising from a purposeful decision to alter the organization (internal factors), 

i.e. a conscious endeavor to modify the current organization, or random, 

haphazard, or unplanned change forced on organizations (external 

factors). It is usually forced on organizations from the external environments. 
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Some studies revealed that internal factors are actually the management 

style and the leadership that influence the process of change (Chirirmbu, 

2011). 

 

The fundamental purpose of the deliberate action to improve the 

functioning of the organization is to bring improved effectiveness that 

focuses on individual effectiveness, team effectiveness and organizational 

effectiveness. In general, behaviors are the product of two kinds of forces: 

those attempting to maintain the status quo and those attempting to bring 

about change. 

 

When implementing a change, Lewin (1951) identified a number of 

guidelines that must be followed. They are as follows:  

• Change should be adopted only when absolutely necessary;  

• Change should always be gradual; 

• All adjustments related to change efforts should be planned rather 

than haphazard or unexpected; and 

• Everyone who might be affected by the change should be involved 

in the planning process. 

According to Kurt Lewin (1947), there are three stages under which change 

initiatives shall pass to bring the desired new state under the planned 

change actions. These are:- 

 

1. Unfreezing  

After surveying the organization to understand the current state and 

determining what needs to be changed, the first stage is involving 

reducing the forces maintaining the current organizational behavior or 

status quo; or increasing the forces that direct behavior away from the 

present organizational state.  Depending on the nature and complexity 

of the change, both actions may be applied together. Under this stage, 
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Lewin identified human behavior as a quasi-stationary equilibrium state 

with respect to change.  

 

This is a stage under which readiness activities are implemented that 

include educating everyone for common understanding, inform what, 

why, when and how the change is required, seek views and ideas of 

others, planning, organizing and appointing the change leaders. 

Effective planning for change must begin well before changes are to 

take effect and consultation should be done (Smith, 2006). The 

stakeholders are required to understand why the current position is 

inadequate, what the end state will be, what are the drivers of change 

to bring the new state and should also have the proper knowledge of 

the consequences of not making the change.  

2. Moving 

This stage can be considered as a stage in which the status quo is 

shocked towards the required state. The real implementation of the 

change is undertaken in this stage i.e. implementing the desired 

change. 

According to Lewin, this is an implementation phase that consists of key 

activities such as coaching, training, leading, recognition and empathy, 

supporting, encouraging, and providing resources and regular 

feedbacks. It is about establishing new behaviors and attitudes needed 

for the new challenges. 

3. Refreezing 

The planned change is integrated into organizational values and 

traditions in this third stage in order to stabilize the new quasi-equilibrium 

state and prevent the change from reverting to the previous issue 

condition, and it is necessary to ensure that the change is permanent. 

Setting performance indicators, developing procedures to make it 

happen, developing controls to ensure it happens, monitoring and 
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evaluating performance, and rewarding new behavior are all critical 

actions in this stage. It's a period of relative calm during which attempts 

are made to put in place the entire infrastructure required to support the 

new status quo. 

 

B. Action Research Model 

Kurt Lewin is credited with the concept of the Action Research Model, as 

well as the three-step model, as an element of planned change. This model 

is used as the standard process in organizational change.  

 

Action Research, according to Lewin (1946), is a type of research that is 

built on a collaborative problem-solving connection between the 

researcher and the client and tries to solve a problem as well as provide 

new knowledge. 

 

Action research is a change process that involves systematic data 

gathering and then the selection of a change action based on the findings 

of the data analysis. Its processes include diagnosis, analysis, feedback, 

action, and assessment, and it is problem-focused rather than solution-

focused. It seeks to look at the change through the lens of the situation that 

prompted it. According to Lewin, the ideal way to create change is for the 

change agent (OD Professional) and the client (the subject organization's 

top management) to work together to identify requirements and 

implement solutions. 

 

Traditionally, action research has tried to assist specific organizations in 

implementing intended change as well as to produce more general 

information that may be applied to other situations (McArdle and Reason, 

2008). The action research model, according to Cummings and Worley 

(2009), features an eight-step approach: - 
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 Problem identification; 

 Consultation with a behavioral science expert; 

 Data gathering and preliminary diagnosis; 

 Feedback to a key client or group; 

 Joint diagnosis of the problem; 

 Joint action planning; 

 Action; and 

 Data gathering after action. 

 

 

C. The Appreciative Inquiry Model (The Positive Model) 

Most organizations change processes are based on problem-solving 

approach. The focus is on „what is the problem or what went wrong?‟ In 

these traditional change processes, one invests energy in finding out or 

rectifying something which may not be very important (Knippen and 

Green, 1997). 

The Appreciative Inquiry Model was one of the earliest methods for 

organizational development that did not follow the Lewinian paradigm of 

planned change. This model, which was first developed by Cooperrider 

and Srivastva (1987), takes a positive approach to change instead of 

Lewin's problem-centered approach to action research. It tries to focus on 

what the organization is doing right and on positive dynamics in the 

organization that give rise to extraordinary outcomes. Appreciative inquiry is 

about searching for solutions that already exist and strengthen what is 

working. 

 

This model does not accept the problem-solving orientation like in the 

action research model in change processes. It tries to look at the 

organizations‟ positive force, understanding its strengths and how to refine 

and improve what it is doing well at the moment (Zemke, 1999).  
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The five phases of the Positive Model of planned change are as follows: - 

Initiate the inquiry: this step identifies the topic of change and encourages 

member participation in order to find the organizational issue that they are 

most passionate about. 

Inquire about best practices: this entails acquiring knowledge about the 

organization's "best of what is." 

Discover the themes: members study the large and small stories in this 

phase to identify a collection of themes that represent the common 

aspects of people's experiences. 

Envision a preferred future: members will study the highlighted themes, 

challenge the status quo, and describe a compelling future during this 

phase. Members envision the organization's future based on its successful 

past and construct possibility propositions-statements that connect the 

organization's existing best practices with ideal possibilities for future 

organizing. 

 

Design and deliver future-oriented strategies: the Positive Model's last phase 

includes the design and delivery of future-oriented plans. It lays out the 

tasks that must be done as well as the plans that must be put into action in 

order to achieve the vision. 

 

D. The Kotter’s Model 

According to John P. Kotter, there are eight steps to be followed in the 

planned change management implementation. These step by step 

activities will transform organization if they are effectively implemented:- 

 

Create a sense of Urgency 

Successful change efforts must begin with individuals and groups 

evaluating the organizations‟ “competitive situation, market position, 

technological trends and financial performance.” Kotter explained that 
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bold or risky actions normally associated with good leadership are generally 

required for creating a strong sense of urgency. He further states that 

leaders must find ways to communicate this information “broadly and 

dramatically”. He claims that the first step is essential as the start of 

organizational changes require aggressive cooperation of many 

individuals. Crafting and using a significant opportunity as a means for 

exciting people to sign up to change their organization is the critically 

important first step in change efforts. 

 

 

 

 

Build a Guiding Coalition 

According to Kotter, no single person is capable of leading and directing 

an organization's change process on their own, and assembling the correct 

"guiding coalition" of people to manage a change program is vital to its 

success. It's all about putting together a group that has the strength and 

drive to lead and support a joint transformation effort. 

 

Form a Strategic Vision and Initiatives 

The next stage after forming the group in step 2 is to create a "clear and 

sensible vision" for the transformation effort. Without such a vision, the 

change objectives can quickly devolve into a jumble of incompatible 

projects that lead the company in the wrong direction or nowhere at all. To 

guide the change endeavor, the organization should develop a vision and 

develop strategic initiatives to achieve that vision. 

Communicate the Change Vision 

It is not adequate to have a vision to gain support for it; it must also be 

shared throughout the organization. This is a fantastic time to put the 

partnership to work, as they are likely to have networks in every aspect of 

the business between them. It is important to continuously make 

communication that can help spread the intended message to the right 
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people for use in the change management process. A study conducted by 

Nelissen and van Selm (2008) determined that employees who are satisfied 

with the management communication saw more personal opportunities 

and had a positive state of mind on the organizational change, lending 

support to Kotter‟s fourth step. 

 

Enable Action by Removing Barriers 

The first four steps are critical in strengthening the change project, but it's 

also critical to consider what can jeopardize its chances of success. 

Whether it is personalities, customs, law, or physical hurdles, there will almost 

certainly be a few impediments in the way of progress. Identify these as 

soon as feasible and use available resources to break them down without 

causing any additional company disruptions. It's about reducing the barriers 

to change, such as change systems or structures, that are impeding the 

vision's realization. 

Generate Short-Term Wins 

Observing and identifying the changes that are taking place, as well as the 

work that individuals are doing to achieve longer-term goals, is crucial in 

Kotter's opinion. 

 

Change procedures can take a long time to bear fruit, which can lead to a 

loss of support if people believe their efforts were in vain. As a result, it's 

critical to illustrate the benefits of the new method by achieving some quick 

wins. Shorter-term goals can also help with motivation and direction. Using 

these successes to justify investment and effort might help re-motivate 

employees to support the change. In other words it is to mean that 

consistently produce, track, evaluate and celebrate volumes of small and 

large accomplishments and correlate them to results related to the change 

initiatives 
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Sustain Acceleration 

Kotter states that it may be tempting for managers to declare victory after 

the first signs of performance improvement are visible. However, as new 

processes can regress, it is essential for leaders to use the short-term gains in 

order to tackle other issues, such as systems and structures that are not in 

line with the recently implemented changes.  

Many change processes fail as complacency creeps in towards the end 

and project are not finished properly. Kotter argues it is important to sustain 

and cement the change for long after it has been accomplished. Keep 

setting goals and analyzing what could be done better for continued 

improvement. It is about using increasing credibility to change systems, 

structures and policies that don‟t align with the vision; hire, promote and 

develop employees who can implement the vision; strengthen the process 

with new projects, themes and volunteers. 

 

Institute Change/ Anchor the Changes in Corporate Culture 

Changing employees' routines and practices isn't necessarily enough to 

promote a culture shift throughout a business. To have a long-term impact, 

the changes should become part of the organization's fundamental 

functions. Keeping senior stakeholders on board, encouraging new 

employees to adopt the changes, and recognizing individuals who do so 

will all help to drive the change to be instilled the core of the organization. 

This final step entails explaining the links between new behaviors and 

organizational performance, as well as developing strategies for leadership 

development and succession. 

 

2.2.5. Change Management Challenges 

Changes in any form are planned to improve the organization. However, 

no matter how marketable change ideas are, they can be fruitless if proper 

management is not employed during all the stages (Bergh, Perry, and 
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Hanke, 2006). Training at all stages of change implementation should be 

undertaken by all staff members affected by the process. Staff and other 

stakeholders should also be given the feeling of appreciation and 

recognition in the successful implementation of the process change. It is 

difficult for organizations to realize optimal change in instances where the 

people involved in the change management process are not adequately 

trained. In a situation where organizations that have been operating 

independently with distinct processes, vision and beliefs, it is likely that 

culture clash will be experienced. This may take time to go away. It will 

require that staff members are ready to change from their old ways of 

doing things (Burnes, 2004). 

 

Culture differences need to be identified and streamlined. To have a 

disaster recovery and contingency plan at all stages is critical, especially 

during the implementation and post-implementation stages. The plans help 

ensure that the organization can continue its operations with minimal or no 

disruptions should the change process implementation fail. Having a 

change management strategy is not an easy task. It involves having an 

integrated planning process, which includes steps to take before, during 

and after the change (Boulter, 2010). Change is at times faced with a lot of 

resistance from the employees based on their personalities and the type of 

change introduced. Employees for instance have a high chance of 

resisting change if it is affecting them directly. There are those employees 

who never embrace change and hence leaders need to put mechanisms 

of changing their attitudes in place in order to ensure desired change is 

realized (Amabile and Khaire, 2008). 

 

2.2.6. Leadership 
 

There is no single definition of leadership that is widely acknowledged. 

Leadership is a result of the entire circumstance; it is more of a "process" 
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than a "quality," and hence it is not static (Murphy 1941). Numerous scholars 

and writers have defined leadership in various circumstances. James 

MacGregor Burns (1978), one of these writers, defined leadership as "one of 

the most observed but least understood phenomena on the world." This 

implies that people know about leaders more with a little knowledge about 

the related leadership. According to House, Spangler & Woycke (1991), 

leaders are more vital than ever in an age of complexity, change, many 

large organizations, and nation governments, because control over 

bureaucratic processes may not result in effectiveness. 

 

As per Hollander (2008), the relationship between the leader and the 

followers is a vital human dimension of the leadership process. The 

interaction between the leaders who are in charge of strategically leading 

the organization and the followers who are responsible for achieving the 

cascaded strategic objectives is what leadership is all about. Leaders set 

the tone of the company, motivate and empower the followers with the 

required resources for the effective achievement of the objectives. Locke 

(1978) explains that goal-setting is a good example of how management 

can help in motivating employees and improving their performance. 

Leader-follower relationship plays the critical role in achieving any 

organizational objective. The more strong the relationship, the better would 

be the final outcome.  

 

Leadership is a persuasion or example-based process by which an individual 

(or leadership team) persuades a group to pursue goals that the leader has 

or that the leader and his or her followers share (Gardner, 1990). Leadership 

is a social influence technique that leverages the efforts of others in order to 

attain a goal (Kruse, 2015). These definitions all highlight that leadership is a 

system of connections and a process that involves persuasion and inspiring 

others, as well as maximizing others' efforts to achieve common corporate 

goals. Leaders of organizations are unlikely to be effective unless they can 
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encourage their followers (Shaffer, 2008). Unmotivated people are more 

likely to put in minimal effort at work, leave the company as soon as feasible, 

avoid the workplace as much as possible, and create low-quality work 

(Amabile, 1993). 

2.2.7. Leadership Styles 

According to Kendra Cherry (2020), leadership styles refer to a leader‟s 

characteristic behaviors when directing, motivating, guiding and managing 

groups of people.  

Companies with strong leadership and progressive human resources 

function can significantly improve its competitive position through 

workplace change. 

 

Similar to the definition of the leadership, the various authors that address 

the issue of the leadership styles cannot agree on one universal view and 

definition of it. Lewin, Lippitt and White (1939) identified three major 

leadership styles as the democratic, the autocratic and the laissez-faire 

styles. The democratic leadership style believes in distribution of 

responsibility, empowering group members to contribute and aids in group 

decision making process. The autocratic leadership style is characterized by 

its quick and final decisions with close oversight, total control with little or no 

input from group members and rarely trusts group members on decision 

making. The laissez-faire style is known for its minimum control with total input 

from others, empower group members to take full responsibility and 

decisions are made by the employee, not the leader and autonomy is 

encouraged. Lewin maintained the view that effective leaders tend to use 

all the three styles while emphasizing on one particular style. On the 

contrary, ineffective leaders rely on exclusively one style, ultimately denying 

themselves and their followers the opportunity to exploit the benefits in the 

other styles.  
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Goleman (2002) identified the second category of six modern leadership 

styles. They are visionary, coaching, affiliative,  democratic, pace-making 

and commanding. Goleman also argued that leadership should be 

supported by emotional intelligence that has four domains i.e. self-

awareness, self-management, social-awareness and relationship 

management.  

 

For the purpose of convenience, this study took three leadership styles for 

this research and the questionnaire was prepared based on their main 

characteristics and interview was administered with selected officials. 

Leaders will evaluate their actions against these characteristics while 

employees evaluate their leaders. Depending on the dominant leadership 

style at Ethiopia Commodity Exchange, the role of the leadership was 

studied in the organizational change management initiatives of the 

company. Transformational, transactional and laissez-faire leadership styles 

were considered in this study as independent variables in the assumption 

that these leadership styles have been in practice in Ethiopia. The selected 

leadership styles are discussed hereunder. 

 

Transformational Leadership: the link formed between a leader and followers 

is the focus here. Though the term transformational leadership was coined 

four decades ago by James V. Downton, Duque referred to Burns‟ book 

Leadership (1978) where the concept was first introduced. The style uses a 

two-step process to influence followers: (1) raises the morals, values, and 

ideals of the followers; and (2) promotes change in individuals, groups, and 

organizations, Burns as cited by (Duque, 2015). It also has an additional 

aspect in utilizing “management by objective‟, where management 

assesses employee performance and takes corrective measures where 

needed (Lynch,2016).   
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Transactional or Exchange Theories: here transaction is defined where a 

leader and a subordinate agree on a specific performance target and 

action is required when that performance is above or below the agreed 

level. Lynch claims that this style shares some aspects of the transformational 

leader. Traditionally, leaders and followers often believed in “quid pro quo” 

(“something for something‟) to be the ultimate goal of negotiation. If such 

negotiations succeed, everyone is satisfied and no harm is done.  

 

Theories or models present alternative approaches to use a specific style 

based on job content, follower maturity, the use of the source of power, etc. 

The models are often prescriptive by nature and they are developed and 

used to solve actual problems. In conclusion, it is important for leaders to 

match different situations with the right leadership approach. A particular 

style may be found to be the most convenient but it is appropriate to switch 

styles as required. The level of trust between employees and the leader, 

stress levels and levels of employee training and mutual trust and respect 

between the leader and employees often dictate which style to follow. 

 

Laissez-faire Leadership Style: Laissez-faire Leadership means "let it be," and 

it refers to a leadership style in which the leader allows followers to get on 

with their task. If the leader routinely analyzes achievement and provides 

feedback to the team, this method may prove to be effective. Autocratic 

leadership is the polar opposite of laissez-faire leadership. Instead of a single 

leader making all of the decisions for an organization, company, or team, 

laissez-faire leaders make a limited number of decisions and let their 

employees to choose the best workplace solutions. These attributes are 

shared by laissez-faire leaders. They: 

• Delegate authority to capable specialists 

• Enhance staff leadership skills  

• Praise accomplishments and reward victories 

• Provide constructive criticism when needed  
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• Allow employees to solve problems and manage issues 

• Recognize when to step in and lead during a crisis 

2.3. Empirical Review 
 

Numerous studies have looked into the leadership style and role of 

leadership in effective organizational change. As firms face problems in the 

globalization period, changes in management must be undertaken to 

ensure that they can position themselves in a competitive and ever-

changing environment. It's critical to have a well-thought-out change 

management strategy in place to ensure that changes can be made 

across the board and implemented successfully. Although change 

management is well-known in the private sector, it is gaining popularity in 

the public sector. Organizational change must be driven by strong 

leadership in order to be implemented effectively and efficiently.  

 

The goal of this research is to evaluate how prior studies have handled the 

importance of organizational change effectiveness in recent years while 

considering the leadership styles of the leaders. Using the current literature, 

the importance of having a good leadership style for organizational 

change effectiveness will be examined. The overall review from the past 

studies indicates that a good leader has the capacity to motivate the 

employees to accept change initiatives in the organization.  

 

i. Transformational Leadership and Organizational Change 

Effectiveness 

 

Transformational leaders are frequently viewed as ideal agents of 

change in today's complex organizations and dynamic corporate 

environment, as they can lead followers through times of uncertainty 

and increased risk-taking. Leadership, according to James 
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MacGregor Burns (1978), can be transactional or transformational. 

Much of the literature describes transformational leaders as 

charismatic leaders who inspire, pride, and acquire respect and trust 

by providing a vision and a sense of mission (Bass, 1990). According 

to Stone et al. (2003), transformational leadership has become 

increasingly popular in recent years. Transformational leaders strive to 

align the goals and aspirations of their followers. 

 

When it comes to coping with organizational change, 

transformational leadership is the way to go (Bass and Riggio, 2006; 

Eisenbach et al., 1999). Callan (1993) found that transformational 

leadership helps followers cope with change and Bommer (2005) 

claimed that transformational leadership increases their commitment, 

self-efficacy, and empowerment.  According to Bass (1985), 

transformational and transactional leadership styles are separate yet 

complementary. Per the augmentation effect theory, 

transformational leadership is at the base of and complements to the 

effect of transactional leadership (Bass, 1999; Avolio, 1999). 

Transformational leadership backs successful change through the 

development of trust and credibility, created by behavioral integrity 

(Simons, 1999; 2002). 

According to Burns (1978), transformational leadership happens 

when leaders and followers raise one another to higher levels of 

values and motivations that results in a transforming effect on the 

leaders and followers. Transformational leaders change the 

organizational culture while transactional leaders operate within the 

organizational culture as it exists. Only transformational leadership is 

believed to be capable of inspiring followers to perform more than 

they originally expected to do. According to Bass (1998), a better 
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performance outcome above the normal expectations is probable 

only by transforming followers‟ values, attitudes and motives from a 

lower to a higher plane of arousal and maturity. This implies that for 

effective change management implementation, transformational 

leadership provides more results towards realizing the new desired 

state. 

Watson & Pillai (1999) claim that in order to manage organizational 

change, transformational leadership is the most suitable style among 

others. This leadership style is at the best  position to face the trials  

and  difficulties  of  the  emerging  administrative  practices,  

because  transformational leader  has  the  capability  to  drive  the  

group  in  delivering  and  providing  more  than  what the 

organization expected. According to Bass (1998), there is significant 

and positive relationships between transformational leadership and 

the amount of effort followers are willing to exert, satisfaction with the 

leader, ratings of job performance, and perceived effectiveness. 

 

Transformational leader‟s traits originate in the personal values and 

beliefs of the leader and motivate subordinates to do more than 

expected (Obiwuru, Okwu, Akpa & Nwankwere, 2011). 

Transformational leadership style focuses on developing the followers 

and considering their needs. Managers that concentrate on 

transformational leadership focus mainly on developing the general 

value system of the employees – development of skills, motivation 

level and moralities. (Ebrahim, 2018). 

 

Bass (1990) proposed four components of transformational leadership 

that can explain the behavior of transformational leader. The 

components can be used in identifying the leader‟s particular 

leadership style. They include idealized influence, inspirational 
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motivation, intellectual stimulation and individual consideration, as 

indicated on Figure 1 below: 

 

 

 

Figure 2.1: Transformational leadership model (adapted from Renjith, Renu & 

George 2015). 

 

Idealized influence (II): interchangeably used as charisma is 

characterized by vision and a sense of mission, instilling pride in and 

among the group, and gaining respect and trust (Humphreys & 

Einstein, 2003). It is described more in the situation when a leader acts 

as a role model for the followers and cheering them to share 

common vision through providing clear vision and strong sense of 

purpose. It motivates employees to put the team's needs ahead of 

their own, reassuring them that obstacles will be overcome and 

instilling confidence and certainty in the achievement and execution 

of goals (Conger & Kanungo, 1987; Howell & Frost, 1989), and 
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followers place an excessive amount of faith and trust in charismatic 

leaders (Howell & Avolio, 1993). 

Inspirational Motivation (IM): The second element of the 

transformational leadership is inspirational motivation, which, 

according to Obiwuru (2011) is usually a companion of charisma and 

is concerned with a leader setting higher standards, thus becoming a 

sign of reference. Bass (1985) explained that followers look up to their 

inspirational leader as someone providing emotional appeal to 

increase awareness and understanding of mutually required 

objectives. This is evident by the communication of high expectations 

and expressing relevant objectives in simple terms. In other words 

inspirational motivation represents behaviors when a leader tries to 

express the importance of desired goals in simple ways, 

communicates high level expectations and provides followers with 

assignments that are meaningful and challenging by their nature. 

Intellectual Stimulation (IS): A transformational leader, according to 

Bass (1985), gives followers with challenging new ideas and helps 

them to break away from old patterns of thinking (Obiwuru, 2011). 

The ideal leader is one who promotes intelligence, logical thinking, 

meticulous problem solving, and methodical abilities. 

Bass & Avolio (1994) stressed that the attributes include seeking 

different perspectives when solving problems, suggesting new ways 

of examining how to complete tasks and encouraging rethinking of 

ideas that have not been questioned in the past (Obiwuru, 2011). It is 

the behavior of leaders who challenge their supporters‟ standards 

and qualities for taking care of issues and they further stimulate their 

followers‟ efforts to be more imaginative and innovative by 
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addressing presumptions, reframing issues and toward old 

circumstances in new ways of carrying out their responsibilities. 

Individualized Considerations (IC): This is the final component of 

transformational leadership, and it entails coaching and mentoring to 

grow followers (Obiwuru, 2011; Bass, 1985). The leader pays close 

attention to the followers' inter-individual distinctions and acts as a 

mentor to them. The leader mentors and assists others in identifying 

and developing their abilities, as well as listening intently to others‟ 

concerns (Bass & Avolio, 1994). Bass (1985) emphasized the 

importance of treating followers as individuals in order to boost their 

maturity levels and improve effective ways of addressing their goals 

and obstacles (Obiwuru, 2011). Such leaders are known for devoting 

more time to teaching and coaching their followers on a one-on-one 

basis. 

ii. Transactional or Exchange and Organizational Change Effectiveness 

 

As per Nadler and Tushman (1989), transactional and 

transformational leadership styles are complementary during 

successful organizational change. According to Bass (1985), 

transactional leaders are involved in rewards and punishments with 

workers to encourage the performance of the organization. 

Transactional leadership style primarily bases on contingent 

reinforcement. It occurs when the leader rewards followers based on 

the adequacy of follower‟s performance. The two components of 

transactional leadership are: 

 

Contingent Reward (CR): this relates to trade of remunerations 

among pioneers and supporters in which efforts are compensated by 

giving prizes to great execution or dangers and orders for poor results. 

Contingent reward involves the leader obtaining followers 
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agreement on what needs to be done with promised or actual 

rewards offered in exchange for satisfactory performance. 

 

 

MBE (Management by Exception) can be active (MBE-A) or passive 

(MBE-P) (MBE-P). In active MBE, the leader actively monitors 

deviations from norms, mistakes, and errors in the assignments of the 

followers and corrects them as needed. Management by-Exception 

(Active) leaders are characterized as monitors who detect mistakes. 

In the active form, the leader continuously monitors performance 

and attempts to intervene proactively (Avolio and Bass, 1997). 

In contrast, the leader who depends vigorously on Management-by-

Exception (Passive) mediates with their gathering just when strategies 

and guidelines for achieving targets are not met. 

 

 

According to Uchenwamgbe (2013), leaders are known as 

transactional leaders if they are always willing to give something in 

return such as pay raise, promotion, new responsibilities, performance 

re-views and welfare schemes. The principal problem with this style of 

leadership is the expectation. Ojokuku, Odetayo & Sajuyigbe (2012) 

defined transactional leadership as the exchange of targets and 

rewards between management and employees. 

 

iii. Laissez-faire Leadership Style and Organizational Change 

Effectiveness 

 

Laissez-faire Leadership: meaning “leave it be”, the leader leaves 

followers to get on with their work. This style may prove to be effective 

if the leader regularly monitors achievement and provides feedback 

to the team. Laissez-faire leadership entails giving managers and staff 

wide latitude in carrying out their responsibilities.  
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Employees have more power under laissez-faire leadership. 

Departments or subordinates are free to work as they see fit with little 

or no supervision (Igbaekemen and Odivwri, 2015). Laissez-faire 

leaders are known for being unconcerned about their followers and 

members; in reality, laissez-faire leadership is the absence of a 

leadership style. This type of leader makes no policies or decisions 

that affect the group. Instead, all goals, choices, and problem-

solving are the responsibility of the group members. Within their group 

organization, laissez-faire leaders have little to no authority. 

 

In certain situations, such as science laboratories or established 

businesses with long-term personnel, laissez-faire leadership is 

appropriate. In environments where members require input, direction, 

oversight, flexibility, or praise, laissez-faire leadership is not 

appropriate ( Gastil, 1994). Laissez-Faire leadership is a type of passive 

leadership. It denotes a non-transactional leadership style in which 

critical decisions are delayed, actions are postponed, leadership 

obligations are neglected, and authority is not exerted. A leader who 

exhibits this type of non-leadership is viewed as unconcerned about 

the problems of others. Leadership that is uninhibited is known as 

laissez-faire.Laissez-faire leadership is a leadership style in which the 

leader never intervenes in the administrative processes and gives 

limitless freedom to the followers (Bass & Steidlmeier, 1999). Further 

studies on the style pointed out that style is the most effective in cases 

where followers are mature and highly motivated (Zervas & Lassiter, 

2007). 
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2.4. Conceptual Framework 

The conceptual framework identifies the study's important factors and 

shows how they could interact. It is the theoretical elaboration of what the 

research study intends to investigate, allowing readers to grasp the 

research's goal in a specific format (Leshem and Trafford, 2007).  

 

In this framework, the organizational change effectiveness, measured by 

achieving the objectives of the changes (customer satisfaction, reduced 

cost of transaction, service efficiency and volume of transacted 

commodities) is considered as dependent variable and the leadership 

styles are considered as the independent variables.  

Figure 2.2: Conceptual Framework 

Independent Variable (Leadership Styles)               Dependent Variable (Organizational Change Effectiveness) 

 

 

 

 

 

 

 

 

 

 (Source: Researcher‟s Own Concept) 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

 

3.1.  Introduction 

The research project aimed to explain the role of leadership style on the 

organizational change effectiveness at Ethiopia Commodity Exchange. It 

also tried to identify the possible link of the leadership style with the 

organizational change effectiveness at the Exchange. Where there is no 

any specific dominant leadership style is certainly known, the research tried 

to identify which leadership style is predominantly practiced at ECX. 

3.2. Research Approach 

As the objective of the study is to examine the role of leadership styles in 

organizational change effectiveness at Ethiopia Commodity Exchange, the 

research basically followed a mixed research approach (sequential 

explanatory design) in which the both quantitative and qualitative 

approaches were implemented sequentially, which is a systematic 

empirical investigation of observable factors with descriptive data analysis 

using statistical measures such as correlation and regression analysis; and 

the  finding of the qualitative data is expected to enhance the findings of 

the quantitative one and vice versa. 

3.3. Research Design 

The function of the research design is to provide for the collection of 

relevant evidence with minimal expenditure of effort, time and money 

(Kothari, 1990). The outlines of decisions constitutes the research design 

which describes the methods by which it answers to questions as to “what”, 

“when”, “where”, “how much” and “by what means” the intended 

research is to be conducted (Kothari, 1990). The research hopes to answer 

the research question posed using the quantitative questions. 
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Questionnaire was prepared using the five-point Likert Scale.   Since the 

study tried to investigate the possible relationships between the leadership 

styles (the independent variable) adopted at Ethiopia Commodity 

Exchange and the organizational change effectiveness (the dependent 

variable) that is measured as achieving the intended objectives of the 

changes (customer satisfaction, reduced cost, service efficiency and 

volume of transacted commodities) an explanatory research deign was 

implemented. 

 

3.4. Sample Size and Sampling Techniques 

For an accurate finding it would have been better to study the entire 

population. However, since this will be impractical given the size of the 

population, a sample was drawn from the population using Yamane‟s 

(1967) formula i.e. n=N/1+(N*e2) where n represents the sample size, N=total 

number of population and e= the level of precision.  

 

The target population for this study is senior management, middle level 

management, supervisors and non-management staff of Ethiopia 

Commodity Exchange at the Head Office at Addis Ababa. The entire 

target population is considered as the one which has usually been 

impacted by the outcome of the organizational change over the past 

several years at Ethiopia Commodity Exchange. All the permanent target 

staff of organization was included in the sampling process. 

 

There are 13 senior management, 31 middle level management and 15 

supervisory level staff and 183 non-managerial staff at the Head Office, the 

total of which is 242 as of April 2021. Accordingly the sample size was 

calculated using 95% confidence level and 5% confidence interval to be 

as:- 

n=N/{1+(N*e2)} = 242/[1+(242*0.052)]=147 
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After deciding the sample size, a simple random sampling technique was 

implemented to include sample from each category.  Accordingly, the 

sample from each category became 8 from the senior management, 19 

from the middle level management, 9 from the supervisors and 111 from 

non-managerial staff that will comprise the total sample to be 147. 

3.5. Data Type and Sources 

Both primary and secondary data (various literatures on the change 

initiatives such as the concept paper on the need of model change at 

ECX) sources were used in the study. Questionnaire and interviews were 

administered to gather data from a primary data sources. The primary data 

sources are the senior management, middle level management, supervisors 

and non-management staff of Ethiopia Commodity Exchange. Various 

literatures such as text books, articles and other written materials on the 

topic were consulted to get secondary data. 

 

3.6. Data Analysis Techniques 

In this research project, data was gathered using questionnaire from 

primary sources which composed of closed ended questions. For the data 

analysis purpose, the recent IBM Statistical Package for the Social Sciences 

(SPSS) Version 22 was used to encode and analyze data. Furthermore, an 

interview was administered with the members of the senior management 

team and analyzed through content analysis in order to support the 

quantitative data with its qualitative counterpart. Descriptive statistics, 

correlation and regression analysis were used to analyze the quantitative 

data whereas content analysis was used to analyze the qualitative data 

collected during the interview. 
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3.7. Validity and Reliability  
 

3.7.1. Validity 
 

In this research project, as criterion and content validity are not assessed 

numerically, but can only be subjectively judged by the researcher (Wong 

and Aspinwall, 2005), the following activities were performed to ensure the 

validity: 

• The questionnaire was subjected to peer review from colleagues and 

the supervisor. This was aimed to red flag any potential errors in the 

research instruments thus ensuring the result„s validity. 

• Data was collected from the reliable sources and 

• Survey questions were prepared based on pervious empirical review 

and literature review to ensure result validity. 

 

a. Data Screening and Validation 

One of the important elements before analyzing the collected data is 

the data screening since it ensures the validity of research findings. It is 

also important to check for any errors that could occur during data 

collection and data entry before making any further analysis. In this 

research project, IBM SPSS Statistics Version 22 was used to process data 

and frequency distributions were used to check the accuracy of data 

entry, examine missing data and to check outliers. Normality test was 

carried out; and construct validity and reliability were also tested. 

 

b. Data Accuracy 

This first step in the data screen was conducted by comparing each 

response in the questionnaire with what were entered in the SPSS. This 

process of proof-reading enabled the researcher to identify some errors 

and immediately correct them. Also, the descriptive statistics was 
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conducted to enable further data accuracy assessment and no 

problem was found. The proof-reading helped in screening some of the 

errors as it indicates that all measures were in a possible range of 1 to 5 

and there were data entry errors found like 44 to mean 4 and 55 to 

mean 5 which could significantly affect the outcome should it not be 

corrected before processing further. 

3.7.2. Reliability 
 

Test of reliability refers to the degree to which a test is consistent and stable 

in measuring what it is intended to measure. In other words it measures the 

internal consistency of the items in a scale to check the measuring tool 

employed on the study was free from error so that the measurement 

instrument yields a reliable outcome. It also indicates that the extent to 

which the items in a questionnaire are related to each other. Cronbach's 

alpha is one of the most often utilized. Its coefficient values typically range 

from 0 to 1, with higher values indicating a better degree of internal 

consistency. Different authors accept different values for this test in order to 

attain internal dependability, although the most widely accepted value is 

equal to or greater than 0.70 (Hair et al., 2003). Hinton (2014) has also 

suggested four different points of reliability that are : excellent reliability 

ranges from 0.90 and above, high reliability between 0.70 and 0.90, high 

moderate reliability between 0.50-0.70 and low reliability 0.50 and below. 

 

The reliability tests for the Transformational Leadership Style, Transactional 

Leadership Style and Laissez-fair Leadership Style were found to be 0.831, 

0.841 and 0.834 respectively while it was 0.835 for the Leadership Styles (the 

independent variables) in total. The reliability test for the Organizational 

Change Effectiveness (the dependent variable) was also showed 0.837. The 

overall Cronbach Alpha for this study is 0.841. The reliability tests for each 

independent variable, whole independent variables, the dependent 
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variable and the entire model showed that all were between 0.70 and 0.90 

that indicated high reliability. These would mean that there is high internal 

consistency in the model. Hence it can be concluded that the 

measurement is very good. A high Alpha coefficient of 0.841 would simply 

indicate that the factor is likely to present itself if the study is to be repeated 

when subjected in a different application setting. 

 

3.8. Ethical Consideration 

Proper measures have been taken to ensure the maximum care with 

regard to the respect, dignity and freedom of each participant in this study. 

The participants were made aware about the requirement of the study, its 

purpose and were requested for their willingness to participate in the study. 

Their privacy was respected and the confidentiality of the information they 

provided was well protected. Furthermore, the works of other scholars 

whose works were used in this research have been properly 

acknowledged.  
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CHAPTER FOUR 

DATA PRESENTATION, ANALYSIS AND INTERPRETATION 

4.1. Introduction 

The purpose of this chapter is to present the results of the data gathered, 

analyzed through IBM SPSS Version 22 and finally explains the interpretations 

of the findings. Based on the sample size determined, a total of 147 

questionnaires were distributed for the respondents. Excluding three (3) 

questionnaires that were not completely filled out by the respondents, 111 

questionnaires were fully answered and returned that accounts about 

76.00% of the total distributed questionnaires. The study aimed at identifying 

the role of leadership styles in managing organizational change 

effectiveness at Ethiopia Commodity Exchange. The findings have been 

summarized in the following sections. 

 In this chapter, the results of the data collected have been presented 

through nine sections.  

 

4.2. Demographic Background of Respondents 

Before making further analysis in to the study, it is vital to analyze the 

background information of the respondents. Accordingly, the following 

demographic background information has been presented. 

 

 

 

 

 

 

 

Table 4.1 

Gender of the Respondents 

  Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid 

Male 75 67.60 67.60 67.60 

Female 36 32.40 32.40 100.00 

Total 111 100.00 100.00 

 Source: Own Survey 2021 
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As can be understood from Table 4.1, out of the 111 valid respondents, 75 

are male while 36 are female that accounts to be 67.60% and 32.40 

respectively. This would mean that out of the respondents the proportion of 

male to female ratio is 2:1 i.e. male dominates. 
 

 

 

 

 

 

 

 

From Table 4.2 above, the age group between 31 and 40 dominates the 

respondents with a percentage of 55.90% followed by the age group 

between 18 and 30 with a proportion of 29.70%. The age group between 41 

to 50 and those above 50 takes the proportion of 11.70% and 2.70% 

respectively. Consequently, it can be concluded that the younger age 

group dominates the staff at Ethiopia Commodity Exchange at the present. 

Table 4.3 

Marital Status of the Respondents 

  Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid 

Single 51     45.90  

           

45.90             45.90  

Married 59     53.20  

           

53.20             99.10  

Divorced 1       0.90  

             

0.90           100.00  

Total 111   100.00  

         

100.00    

Source: Own Survey 2021         

 

Regarding the marital status, married, single and divorced respondents 

account 53.20%, 45.90% and 0.90% respectively (Table 4.3). A little more 

Table 4.2 

Age of the Respondents 

  Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid 

18-30 33 29.70 29.70 29.70 

31-40 62 55.90 55.90 85.60 

41-50 13 11.70 11.70 97.30 

Above 50 3 2.70 2.70 100.00 

Total 111 100.00 100.00 

 Source: Own Survey 2021 
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than half of the target sample, who responded the questionnaire, were 

married individuals. There is no any widowed staff in the sample. 

Table 4.4 

Level of Education 

  Frequency Percent 
Valid 

Percent 

Cumulative 

Percent 

Valid 

Diploma 1 0.90 0.90 0.90 

Degree 70 63.10 63.10 64.00 

Masters 40 36.00 36.00 100.00 

Total 111 100.00 100.00 
 

Source: Own Survey 2021 

 

In the response to their educational level, First Degree holders accounts 

63.10% followed by Master‟s Degree with 36.00% and Diploma 0.90% as 

indicated on Table 4.4 above. There is no one holding educational level 

above Master‟s Degree at the moment at Ethiopia Commodity Exchange. 

When inferred in conjunction with the age group information on Table 4.2 

(majority younger age), it is expected that the level of education may 

change in the times to come. 

Table 4.5 

Job Level of the Respondents 

  Frequency Percent 
Valid 

Percent 

Cumulative 

Percent 

Valid 

Senior Management 8 7.20 7.20 7.20 

Middle Level Management 11 9.90 9.90 17.10 

Supervisors 9 8.10 8.10 25.20 

Non-Supervisory 83 74.80 74.80 100.00 

Total 111 100.00 100.00 

 Source: Own Survey 2021 

     

Regarding their current job level, non-supervisory staff, middle level 

management, supervisors and senior management members account 

74.80%, 9.90%, 8.20% and 7.20% respectively. This is in line with the sample 
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size determined per the job level and it can be concluded that the study 

incorporates staff of ECX from all the different levels as per the existing 

organizational structure in use. The job title of each staff has been indicated 

as deputy chief executive officers, chief officers of the respective 

departments, managers of the respective divisions, supervisors, senior 

specialists, specialists, associates, assistants and juniors in different divisions. 

Table 4.6 

Work Experience 

  
Years Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid 

1 to 3 33     29.70  

           

29.70             29.70  

3+ to 5 41     36.90  

           

36.95             66.70  

5+ to 8 26     23.40  

           

23.45             90.10  

Above 8 11       9.90  

             

9.90           100.00  

Total 111   100.00  

         

100.00    
Source: Own Survey 2021 

 

    When their work experience at their current employer is considered, those 

employees having an experience between 3 to 5 takes 36.90% followed by 

1 to 3 years, 5 to 8 years and above 8 years with the proportion of 29.70%, 

23.40% and 9.90% respectively as indicated on the above Table 4.6. As a 

result majority of the respondents having the ratio of 70.30% have more 

than 3 years‟ experience. This meant that majority of the samples are the 

proper respondents of the study as this research project studies the role of 

leadership styles on the organizational change effectiveness at ECX over 

the past five years.  

4.3. Descriptive Statistics for Leadership Styles 

Descriptive statistics was employed to examine the percentage, mean & 

standard deviation of the responses of respondents with regards to the roles 

of leadership styles on the organizational change effectiveness at ECX.  
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Descriptive Statistics was used to present quantitative descriptions in a 

manageable form; each descriptive statistic reduces lots of data into a 

simpler summary (Gelman, 2006). The respondents were asked to rate their 

perception on a five-point Likert type scale ranging from 1 being strongly 

disagree to 5 strongly agree. For simplicity of analysis, rates of “Strongly 

Disagree (1)” and “Disagree (2)” were categorized as “Disagree” and 

ratings of “Strongly Agree(5)” and “Agree (4)” were categorized as “Agree”. 

The mean scores have been computed for all the variables by equally 

weighting the mean scores of all the items under each dimension. The 

mean value provides the idea about the central tendency of the values of 

a variable. Standard deviation is to give the idea about the dispersion of 

the values of a variable from its mean value. The results of the descriptive 

analysis are shown in the table below. 

Table 4.7  

Descriptive Statistics  of the Leadership Styles 

Descriptive Statistics 

    TFL II IM IS IC TSL CR MBO LSFL OCE 

N 
Valid 111 111 111 111 111 111 111 111 111 111 

Missing 0 0 0 0 0 0 0 0 0 0 

Mean  4.10 4.29 4.02 3.97 3.83 3.57 4.17 3.44 3.52 3.75 

Standard 

Deviation 0.32 0.40 0.62 0.56 0.48 0.39 0.55 0.49 0.68 0.51 

  

           Source: Own Survey 2021 

          

From Table 4.7, it can be understood that the dominant leadership style at 

ECX at the present is Transformational Leadership Style (TFL) with the highest 

mean value of 4.10 and standard deviation of 0.32, particularly Idealized 

Influence (II) is practiced.  Transactional Leadership Style (TSL) with a mean 

value 3.57 and standard deviation of 0.39 is believed to be the second 

dominant leadership at ECX. Laissez-fair Leadership Style (LSFL) with a mean 
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value of 3.52 and standard deviation of 0.68 has been found to be the third 

rated leadership style. 

 

Overall, as indicated on the table, Idealized Influence (II), Contingent 

Reward (CR), Inspirational Motivation (IM), Intellectual Stimulation (IS), 

Individual Consideration (IC), Laissez-faire (LSF) and Management-by 

Exception (MBO) have a mean value of 4.29, 4.05, 4.02, 3.97, 3.83, 3.52 and 

3.44 in a descending order respectively. 

 

Accordingly, leadership at Ethiopia Commodity Exchange is believed to 

exhibit the Transformational Leadership as a dominant leadership style. 

However, the Transactional Leadership and the Laissez-fair Leadership Styles 

are also believed to be exhibited at ECX with mean values of 3.57 and 3.52 

as indicated on the above Table 4.7. In other words, the target sample 

responded to the questions related to the leadership styles as “Agreed” 

since the mean value of all the three styles above 3 (4.10, 3.57 and 3.42). 

4.4. Descriptive Statistics for Organizational Change Effectiveness 

Table 4.8  

Descriptive Statistics for Organizational Change Effectiveness 

Descriptive Statistics 

  N Minimum Maximum Mean 

Std. 

Deviation 

Transformational leadership style 

has positively contributed to the 

organizational changes made. 111 1.00 5.00 3.5405 0.71075 

Because of the transactional 

leadership style of ECX, the 

organizational change was 

effective. 111 1.00 5.00 3.3784 0.76341 

Laissez-faire leadership style has 

positively contributed to the 

effectiveness of the change. 111 1.00 5.00 3.3333 0.8669 

Aggregate Mean 

  

3.4174 

            

Source: Own Survey 2021 
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As can be understood from the previous Table 4.7, employees believe that 

the Organizational Change Effectiveness at ECX is as a result of the current 

dominant leadership style with a mean value of 3.75 and a standard 

deviation of 0.51 as stated on Table 4.7 above. When this is seen in 

connection with the above finding on Table 4.7, the Organizational 

Change Effectiveness at Ethiopia Commodity Exchange over the past 

years is the result of the dominant leadership style that is the 

Transformational Leadership i.e. Transformational Leadership Style plays the 

leading role in the overall change management practices of the company 

over the past years. When the constructs to assess the relationship between 

the variables are considered (Table 4.8), the first construct “Transformational 

leadership style has positively contributed to the organizational changes 

made” has a mean value of 3.540 and standard deviation of 0.710 followed 

by “Because of the transactional leadership style of ECX, the organizational 

change was effective” and “Laissez-faire leadership style has positively 

contributed to the effectiveness of the change” with mean values of 3.378 

and 3.333 and standard deviation of 0.763 and 0.866 respectively. When 

the aggregate mean of each item investigating the dependent variable is 

considered, it stood at a mean value of 3.417. In general, this implies that 

the significant variability in Organizational Change Effectiveness is mainly 

due to the Transformational Leadership Style at ECX. 

4.5. Correlation Analysis 

Bivariate Correlation: the bivariate correlation test determines if two 

variables have a linear relationship (as one variable increases, the other 

also increases or as one variable increases, the other variable decreases). 

Furthermore, the Pearson product moment correlation coefficient is a 

measure of the linear correlation between two variables X and Y, with a 

value ranging from +1 to 1, inclusive, where 1 is the total positive 
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correlation, 0 is no correlation, and −1 is total negative correlation 

(Pedhazur, 1982).  

 

Sig (2-Tailed) value፡ According to Pedhazur (1982), this value tells that 

whether there is a statistically significant correlation between two variables 

or not. If the Sig (2-Tailed) value is greater than 0.05, the researcher can 

conclude that there is no statistically significant correlation between two 

variables. That means, increases or decreases in one variable do not 

significantly relate to increases or decreases in the second variable. If the 

Sig (2-Tailed) value is less than or equal to 0.05, the researcher can 

conclude that there is a statistically significant correlation between two 

variables. That means, increases or decreases in one variable do 

significantly relate to increases or decreases in the second variable. 

 

 

Table 4.9 

Correlation Analysis 

Correlations 

  
Transformational 

Leadership 

Transactional 

Leadership 

Laissez-Fair 

Leadership 

Organization

al Change 

Effectiveness 

Transformational Leadership 

 

    

Transactional Leadership -0.105    

Laissez-Fair Leadership .189* .288**   

Organizational Change 

Effectiveness .545** .317* .279** 

 *. Correlation is significant at the 0.05 level (2-tailed). 

**. Correlation is significant at the 0.01 level (2-tailed). 

            

Source: Own Survey 2021         
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As stated above, the degree of association is measured by correlation 

coefficient “r”, sometimes it is called Pearson‟s correlation coefficient and it is 

a measure of linear association. 

The above table illustrates the correlation between the dependent variable 

(organizational change effectiveness) and the independent variables (the 

leadership styles). As it was tested in a two-tailed Pearson‟s correlation analysis, 

the association of dependent and each independent variable is described 

below. 

According to Field (2009), the classification of the correlation coefficient (r) is 

as follows: 0.10 – 0.29 is weak; 0.30 – 0.49 is moderate; and > 0.5 is regarded as 

a strong. On the other hand, when Pearson„s r is positive (+), this means that as 

one variable increases in value, the second variable also increases in value. 

Similarly, as one variable decreases in value, the second variable also 

decreases in value. This is called a positive correlation. When Pearson„s r is 

negative (-), this means that as one variable increases in value, the second 

variable decreases in value. This is called a negative correlation. 

Pearson correlation coefficient for the Transformational Leadership was found 

to be 0.545 and it is at the 0.01 confidence interval level. Thus, as the 

coefficient is in the range of r>0.50, there is a high degree of correlation 

between Transformational Leadership and Organizational Change 

Effectiveness. 

With Transactional Leadership Style, the r was found to be 0.317 with 0.05 level 

of significant. Since the result is between 0.30 – 0.49 inclusive, there is a 

moderate correlation between Transactional Leadership and Organizational 

Change Effectiveness. 

Laissez-faire Leadership Style and Organizational Change Effectiveness slightly 

positively correlated with a result of 0.279 of Pearson correlation coefficient (r) 
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and insignificant correlation with Organizational Change Effectiveness as the 

correlation is weak. The result shows a low degree of correlation between 

Laissez-fair Leadership style and Organizational Change Effectiveness. 

In general, from the above table Organizational Change Effectiveness and all 

the three leadership styles are positively correlated. But the correlation 

between Organizational Change Effectiveness and Laissez-fair Leadership Style 

is weak and insignificant at both the 0.01 and 0.05 levels. 

4.6. Regression Analysis 

Regression is a technique that employs one or more independent variables 

to predict the value of a dependent variable (Albaum, 1997). To explain it 

another way, it is a statistical technique for investigating the relationships 

between variables. The coefficients of a linear equation are estimated 

using linear regression, which involves one or more independent variables 

that best forecasts the value of the dependent variable (Field, 2009). It is 

usually conducted to understand by how much the specific leadership style 

(Transformational Leadership, Transactional Leadership, or Laissez-fair 

Leadership) explains the dependent variable (Organizational Change 

Effectiveness). 

Multi Regression Analysis 

 

Multiple linear regressions was conducted in order to determine the 

explanatory power of the independent variables (Transformational 

Leadership, Transactional Leadership and Laissez-fair Leadership) to identify 

the relationship and to determine the most dominant variables that 

influenced dependent variable (Organizational Change Effectiveness). The 

significance level of 0.05 with 95% confidence interval was used. The reason 

for using multiple regression analysis was to assess the role/impact of the 
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role the leadership styles on the organizational change effectiveness. The 

model summary of the regression analysis is presented in Table 4.12 below.  
 

 

R Square (R2) – indicates the proportion of variance that can be explained 

in the dependent variable by the linear combination of the independent 

variables. In another word R2 is a measure of how much of the variability in 

the outcome is accounted for by the predictors. The values of R2 also range 

from 0 to 1 (Pedhazur, 1982). 

As presented on the Table 4.10 above, the R2 value is 0.546. This can be 

interpreted as 54.60% of the total variability in Organizational Change 

Effectiveness is explained by the model or by the three independent 

variables (leadership styles). In complementary, the remaining 45.40% is 

explained by extraneous variables, which have not been included in this 

regression model. 

  

Table 4.10 

Regression Analysis 

Model Summaryb 

Model R R Square 

Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .739a 0.546 0.525 0.5041 
a. Predictors: (Constant), Laissez-Fair Leadership, Transformational Leadership, 

Transactional Leadership 

b. Dependent Variable: Organizational Change Effectiveness 

Source: Own Survey 2021               
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4.7. ANOVA Analysis 

The other important factor is the Analysis of Variance (ANOVA) which has 

been presented below: 

 
Table 4.11 

ANOVA Analyss 

ANOVAa 

Model   
Sum of 

Squares 
df 

Mean 

Square 
F Sig. 

1 

Regression 34.568 3 1.902 5.73 .001b 

Residual 28.058 107 0.332 
  

Total 62.625 110 
   

a. Dependent Variable: Organizational Change Effectiveness 

b. Predictors: (Constant), Laissez-Fair Leadership, Transformational Leadership, 

Transactional Leadership 

Source: Own Survey 2021 

 

The ANOVA, as presented on Table 4.11 above, shows the overall 

significance/ acceptability of the model from a statistical perspective 

(Pedhazur, 1982). The summary shows the various sum of squares described 

in the table above and the degrees of freedom associated with each 

other. The ANOVA Analysis of the study showed that the various sum of 

squares described and the degrees of freedom associated with each other 

indicates that the overall variation explained by the model is good and 

significant as p-value is 0.001 i.e. it is less than 0.05. 

4.8. The Regression Coefficient 

This research project study intended to identify the most contributing 

independent variable in the prediction of the dependent variable. Thus, the 

strength of each predictor (independent variable) influencing the criterion 

(dependent variable) was investigated through standardized Beta 

coefficient. 
 

The regression coefficient explains the average amount of change in the 

dependent variable that is caused by a unit change in the independent 
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variable. The larger value of Beta coefficient an independent variable has, 

brings the more support to the independent variable as the more important 

determinant in predicting the dependent variable. 

Table 4.12 

Regression Coefficients 

Coefficients
a
 

Model   Unstandardized 
Coefficients 

Standardized 
Coefficients t Sig. 

    B Std. Error Beta     

1 

(Constant) 1.434 0.553 

 
2.592 0.011 

Transformational 
Leadership 0.614 0.101 0.547 6.1 0.000 

Transactional Leadership 0.261 0.118 0.196 2.213 0.029 

Laissez-Fair Leadership 0.179 0.097 0.145 1.84 0.068 

a. Dependent Variable: Organizational Change Effectiveness 

       Source: Own Survey 2021 
      

The researcher has tried to measure which leadership style has the highest 

impact on organizational change. The relative importance of leadership 

styles (independent variables) in contributing to the variance of the 

organizational change effectiveness (dependent variable) was explained 

by a standardized Beta coefficient. As it can be seen on the above Table 

4.12, Transformational Leadership is a significant predictor of Organizational 

Change Effectiveness. Transactional Leadership is also a significant 

predictor of Organizational Change Effectiveness since the p-value is less 

than 0.05. But Laissez-fair Leadership with p-value 0.068 is not a significant 

predictor of Organizational Change Effectiveness. In other words, the 

independent variable (Laissez-fair Leadership Style) doesn‟t help to predict 

the dependent variable (Organizational Change Effectiveness).  

 

In general, the factor which had the greatest impact on the overall 

Organizational Change Effectiveness at Ethiopia Commodity Exchange is 

the Transformational Leadership Style with a standard beta of 0.547 which 
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makes it the dominant leadership style. In other words, 54.7 % of change in 

the organizational change at ECX is explained by the variation in the 

Transformational Leadership Styles. Transactional Leadership Style is also the 

second dominant leadership style with a standard beta of 0.196 with a p-

value of 0.029 which is less than 0.050. Finally, the role of the Laissez-Fair 

Leadership Style on the dependent variable is insignificant as the p-value is 

0.068 which larger than 0.050. 

 

Based on these results, the regression equation that predicts the role of 

leadership styles on organizational change effectiveness is as follows: 

OCE=1.434+0.547TFL+0.196TSL+0.145LSF+e 

Where: 

OC= Organizational Change Effectiveness     LFL= Laissez-fair Leadership 

TFL= Transformational leadership          e= Sampling error 

TSL= Transactional Leadership 

4.9. Interview Analysis 

In order to support the quantitative study result with the qualitative data, 

interviews were made with the senior management members of ECX that 

includes the two Deputy Chief Executive Officers, the Chief Officers of the 

relevant departments and the Manager of the Transformation and Change 

Management Division. The result of the interview analyzed through the 

content analysis has been summarized below: 

The interviewees were asked about what major changes have been 

introduced to Ethiopia Commodity Exchange over the past five years?. In 

their response, they have indicated that the organization has undertaken 

the following changes over the indicated period: 

 Reform over the coffee value chain that includes identity preserved 

trading model, on-truck sale, introduction of electronic auction (e-

auction) and others 

 Pulses and Oilseeds reform; 
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 Introduction of new membership type, 

 Establishment of new regional trading centers out of Addis Ababa. 

The second question they were asked were about the sources of these 

changes in order to identify whether the changes are planned ones or 

haphazard one. Their response can be summarized as the sources are both 

the internal ECX strategic plans and from the major external stakeholders 

such as the Government of Ethiopia and trade actors. For the efficient and 

sustainable management of these changes, the top management of the 

organization has established a “Transformation and Change Management 

Division” that is headed by a manager directly reporting to the Chief 

Executive Officer. From this interview, it was understood that most of the 

changes are planned ones that pass through the required steps from the 

inception through its implementation. However, some interviewees noted 

that there are unplanned changes requiring immediate implementation 

especially from the Government of Ethiopia through Ministry of Trade which 

is the supervising body for ECX. As the purpose of this study is entirely about 

the systematic planned change, it did not include issues from the 

unplanned change practices.   

 

They were also asked what objectives did those changes have and 

whether those objectives were evaluated after the changes were 

implemented. The objectives were: 

 Improve efficiency; 

 Reduce cost of transaction; 

 Shorten the value chain; 

 Improve transparency; 

 Increase customer satisfaction; and 

They claimed that after those changes had been implemented, the 

organization could achieve a better customer satisfaction though still extra 



58 
 

efforts are underway to make it still further better; transparency has 

increased that can be justified by such actions as introduction of sample 

display before trade and provision of pre-trade information for the traders; 

and service delivery rate has increased. The mentioned objectives are used 

as dimensions of the dependent variables (Organizational Change 

Effectiveness) during the study. 

The other interview question requires them to explain their motivational 

strategies for the entire staff in the change management process. They 

have responded that before implementing any change, they identify the 

relevant parts that are affected significantly by the change. Then they 

engage most of the relevant staff in the change process starting from the 

design stage so that they would provide their parts and actively involved in 

the process in the sense of ownership which is critical for the successful 

change implementation. They have further explained that they would 

encourage staff to help to understand the change from its grand benefit 

for the company. This is in line with the finding of the quantitative data that 

show the dominant leadership style at the present was the transformational 

leadership style. 

The next question was how the Ethiopia Commodity Exchange measures 

how effective the change implemented. They have responded that the 

organization regularly collects the feedback form the members (trade 

actors), makes its own assessment and employ external consultant who can 

make independent review of the outcome of the change. A good 

example for this was the customer satisfaction survey made a year ago by 

an external consultant.  

At last, they were asked whether they believe that the success of the 

organizational changes is as a result of the current dominant leadership 

style mainly. Though not all, majority of them believe that the dominant 
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leadership style plays the significant role in the effectiveness of the 

organizational change management. This is in line with the final output of 

the quantitative analysis that uncovered that transformational leadership 

style as the current dominant leadership style at Ethiopia Commodity 

Exchange. 
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CHAPTER FIVE 

SUMMARY, CONCLUSION, AND RECOMMENDATION 

5.1.  Summary of Findings 

The result of descriptive statistics analysis reveals that from the three types 

of leadership styles studied, the dominant type of leadership style currently 

in practice at Ethiopia Commodity Exchange is the Transformational 

Leadership Style.  

The relationship between variables which is their correlation was 

conducted and the result shows that except the Laissez-fair Leadership 

Style which has insignificant relation with Organizational Change 

Effectiveness, Transformational Leadership and Transactional Leadership 

Styles have a significant positive relation with the Organizational Change 

Effectiveness. 

Multiple linear regression analysis was also conducted to check if the three 

leadership styles affect the organizational change effectiveness. The result 

obtained reveals that the adjusted R square is 0.525 which indicates that 

52.50 % of the variation in organizational change effectiveness is explained 

by the three types of leadership styles (Transformational, Transactional, and 

Laissez-fair Leadership Styles) with p= 0.000 which indicates a high 

significant regression model. Since the difference between the R2 and the 

adjusted R2 is very small (0.021 or just 2.10%), it means that if the model 

were derived from the population rather than a sample it would account 

for approximately 2.1% less variance in the outcome. 

The multiple linear regression analysis result reveals that Organizational 

Change Effectiveness is positively influenced by the Transformational 

Leadership Style. Employees of Ethiopia Commodity Exchange highly 

engaged in the organizational change effectiveness if the respective 
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leaders practice Transformational Leadership Style. Moreover, 

Transformational Leadership Style is the dominant type of leadership style 

exhibited in ECX. Transactional Leadership Style also affects Organizational 

Change positively but not as strong as that of the Transformational 

Leadership. However, the role of Laissez-fair Leadership Style on the 

dependent variable i.e. Organizational Change Effectiveness is 

insignificant.  

5.2. Conclusion 

As indicated on the objective of this research, the primary aim of this 

research project is to identify the role of the leadership styles on 

organizational change effectiveness at Ethiopia Commodity Exchange. It 

further aimed at identifying the dominant leadership style exhibited at ECX 

and further to understand the relationship between the dominant 

leadership style and the organizational change effectiveness. This objective 

has been attained. 

Regression analysis was conducted to verify if the independent variables 

have influence on Organizational Change Effectiveness. According to the 

findings, Transformational and Transactional Leadership Styles were found 

to have significant impact on the dependent variable i.e. change 

effectiveness. 

 As stated under the statement of the problem for this study, the major 

concern was to determine the dominant leadership styles demonstrated at 

ECX and how their impact on Organizational Change Effectiveness. 

According to the outcomes of this study as presented in the preceding 

chapter, leaders and supervisors should pay more attention to 

transformational leadership practices as long as it has a positive impact on 

organizational change effectiveness more than the others.  
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Overall, when the outcomes of both the qualitative and quantitative 

studies are considered, it can be concluded that the Transformational 

Leadership Style (with a high Pearson correlation of 0.545) plays the 

significant role in achieving the Organizational Change Effectiveness at 

ECX. Transactional Leadership Style is the next dominant leadership style 

(with a moderate Pearson correlation of 0.317). However, though there is a 

positive correlation between the Laissez-faire Leadership Style and the 

Organizational Change Effectiveness, the correlation is weak (with a weak 

Pearson correlation of 0.279). 

5.3. Recommendation 

Organizations need to have capable leaders to lead and motivate their 

employees in their daily operation and achieve the organizational goals 

because employees are the most important assets in any organization. The 

leadership style adopted would have impact on the overall effectiveness of 

the individual staff in particular and the organization in general. Based on 

the summary and conclusions made above, the researcher has forwarded 

the following recommendations: 

1. Since the Transformational Leadership Style has a strong positive 

correlation with the change effectiveness, the top management 

should give more attention to it in the assumption of enhancing the 

organizational change effectiveness much better; 

 

2. The top management should consider enhancing the leadership 

practice among leaders at ECX as an important strategy for any 

future change process; 

 

3. One of the reasons for failure of change initiatives is the solid 

resistance from employees as a result of not believing in the leaders. 

To overcome such issues, leaders should pay attention to each 
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individual follower‟s concerns by implementing different strategies as 

coaching and even mentorship. They should treat them based on an 

individual basis, show support, coach and provide supportive 

guidance. This will result in employees feel important and become 

actively involved in any change initiatives in the sense of ownership.  

 

4. The leaders should pay attention to the relationship with their 

subordinate as Transformational Leadership is also about building trust 

that can help in developing sense of common objectives and shared 

vision; 

 

5. The top management should also ensure that the change initiatives 

are properly communicated to all staff on organization wide 

changes. The end-to-end change process should be clear to all 

employees. 

 

6. As the immediate implementation of the external change initiatives 

(unplanned changes) would result in poor change implementation or 

even total failure of   the changes, the top management of Ethiopia 

Commodity Exchange should make intact communications with its 

supervisory organ so as to reduce such change requests as 

unplanned change initiatives significantly affect the organization 

should it fail. 

 

 

 

 

 



64 
 

References 

Amabile, T.M. (1993). Motivational synergy: Toward new conceptualizations of 

intrinsic and extrinsic motivation in the workplace. Human Resource 

Management Review, Vol. 3, No. 3, 185-201. 

Amabile, M., & Khaire, M., (2008), “Creativity and the role of the leader”, Harvard 

business review,vol. 86. 

Atkinson, P.E. (1990) Creating Culture Change: The Key to Successful Total Quality 

Management, IFS Publications, Bradford, UK. 

Bass, B. (1990a). Bass and Stodgill’s Handbook of Leadership: Theory, Research 

and Managerial Application. New York,NY: Free Press. 

Bass, B.M., & Avolio, B.J. (1994). Improving organizational effectiveness through 

transformational leadership. Thousand Oaks: Sage. 

Bass, B. M., & Riggio, R. E. (2006). Transformational Leadership second edition. 

Mahawah, New Jersy London: Lawrence Erlbaum Associates. 

Bass, B. R. (2006). Transformational leadership. Mahwah, NJ: Erlbaum. 

Bass., B. M. (1990b). From Transactional to Transformational Leadership Learning to 

Share Vision, Organizational Dynamics. 

Bass, B. M., and Avolio, B. J. (1994), “Improving Organizational  Effectiveness 

through transformational Leadership”, (pp 1-10). housand Oaks, CA: Sage 

Berg, B., 2009. Qualitative Research Methods. 7th ed. Boston: Allyn & Bacon 

Burke, W. W. (2008). Organization change: Theory and practice. Thousand Oaks, 

CA: Sage 

Burnes, B. (2004). Managing change: A strategic approach to organizational 

dynamics(4th ed.). Harlow: Prentice Hall. 

Burns, J. M. (1978). Leadership,. New York, NY: Harper & Row. 

Chirimbu, S. (2011). Management and Organizational Change. Retrieved from: 

http://ssrn.com/abstract=1735866 
 

Callan, V.J. (1993), “Individual and organizational strategies for coping with 

organizational change”, Work & Stress, Vol. 7 No. 1, pp. 63-75. 

Conger, J. A. & Kanungo, R. N. & Associates (Eds.) (1987). Charismatic 



65 
 

          leadership: The elusive factor in organizational effectiveness. Jossey- Bass: 

San Francisco. 

Conger, J.A., & Kanungo, R.N. (1998). Charismatic leadership in organizations. 

Thousand Oaks, CA: Sage. 
 

Conger, J. & Kanungo, R. 1987. Towards a Behavioral Theory of Charismatic 

Leadership in Organizational Settings. The Academy of Management 

Review, 12(4), 637-647. Available at: 

https://www.researchgate.net/publication/248126140_Toward_a_Behavior

al_Theory_of_Charismatic_Leadership_in_Organizational_Settings 

Cooperrider, D.L. & Srivastva, S. (1987) Appreciative inquiry in organizational life. In 

Woodman, R. W. & Pasmore, W.A. (eds)  Research In Organizational 

Change And Development, Vol. 1 (129‐169). Stamford, CT: JAI Press. 

Cummings, T. G., & Worley, C. G. (2003). Organization development and change 

(8th ed., pp. 1–694). California: Melissa S. Acuna. 

Duque,D(2015). The Relationship between Leadership Styles and Employee 

Turnover Intentions in Higher Education. Doctor of Phylosophy, Sullivan 

Ebrahim, H. 2018. Impact of Leadership Styles on Job Satisfaction. Journal of 

Human Resources Management Research, 2018(2018), 1-8. Available at: 

https://ibimapublishing.com/articles/JHRMR/2018/939089/939089-1.pdf 

Eisenbach, R., Watson, K., & Pillai, R. (1999). Transformational leadership in the 

context of organizational change. Journal of Organizational Change 

Management, 12(2), 80 – 89. 

Gardner,(1990). On Leadership, New York, The Free Press. 

Goleman, D. (2000). Leadership that gets results. Harvard business review: the 

magazine of thoughtful businessmen, Vol. 78, No. 2, 1-15. 

Hassan Elsan Mansaray (2019). The Role of Leadership Style in Organizational 

Change Management: A Literature Review, IPAM - University of Sierra 

Leone, Freetown, Journal of Human Resource Management 7(1):18 

Hollander, E. P., 2008. Inclusive Leadership: The Essential Leader-Follower 

Relationship. New York: Routledge 

House. (1999). Charismatic and Transformational Leadership Styles: A Cross-

Cultural. International Journal of Business and Management. 



66 
 

House, R.J., Spangler, W.D., & Woycke, J. (1991). Personality and charisma in the 

U.S. presidency: A psychological theory of leader effectiveness. 

Administrative Science Quarterly, 36 (3): 364-396 

Howell, J. M, & Frost, P. J. (1989), “A laboratory Study of Charismatic Leadership,” 

Organisational Behaviors and Human Decisions Process, Vol. 43,No. 2, pp. 

243–269rative Science Quarterly, Vol. 36, pp. 364–39 

Humphreys, J. & Einstein, W. 2003. Nothing New Under the Sun: Transformational 

Leadership from a Historical Perspective. Management Decision, 41(1), 85-

95. Available at: 

https://www.emerald.com/insight/content/doi/10.1108/00251740310452934/

full/html 

Igbaekemen, G. & Odivwri, J. 2015. Impact of Leadership Style on Organization 

Performance: A Critical Literature Review. Arabian Journal of Business and 

Management Review, 5(5), 1-7. Available at: 

          https://www.hilarispublisher.com/abstract/impact-of-leadership-style-on-

organization-performance-acritical-literature-review-20275.html 

Iqbal, J., Inayat, S., Ijaz, M., & Zahid, A. (2012). Leadership Styles: Identifying 

Approaches and Dimensions of Leaders. Interdisciplinary Jiurnal of 

Contemporary Research in Business, 641-659.   

Jaehn, A.H. (2000) „Requirements for total quality leadership‟, Intercom, Vol. 47, 

No. 10, pp.38–39. 

Jones, J.P. and Seraphim, D. (2008) „TQM implementation and change 

management in an unfavorable environment‟, Journal of Management 

Development, Vol. 27, No. 3, pp.291–306. 

Knippen, J.T. and T.B. Green, 1999. Handling conflicts. J. Workplace Learning, 11: 

27-32. 

Kothari,W (1990). Research Methodology Methods and Techniques, New Delhi, 

New Age International PublishersKotter et al, J. &. (2006). Our Iceberg Is 

Melting. Leadership Excellence. 23 (2), p.11. 

Kruse,(2015). Leadership [Online]https://scholar.google.com/ 

Leshem, S. & Trafford, V. (2007) Overlooking the conceptual framework,  

Innovations in Education and TeachingInternational,  44(1), 93–105. 

Lewin, K. (1947). Frontiers in group dynamics: II. Channels of group life; social 

planing and action research. Huma Relation, . 

Lewin, K. (1951). Field Theory in Social Science . New York: Harper & Row. 



67 
 

Lewin, K. (1946), “Action research and minority problems”, Journal of Social Issues, 

Vol. 2 No. 4, pp. 34-46. 

Lewis, P. K. (1987). Transactional and Transformational Leadership: 

Constructive/Developmental Analysis. Academy of Management Review, 

11 (4): 648– 657. 

Linch. 2016. Transformational vs. Contemporary Leadership Styles [Online]. The 

Edvocate. 

Locke, E.A. (1978). The ubiquity of the technique of goal setting in theories of and 

approaches to employee motivation. The Academy of Management 

Review, Vol. 3, No. 3, 594-601. 

McArdle, K. and Reason, P. (2008). Action research and organization 

development. In T. Cummings (ed.) Handbook of organization development 

(pp. 123–136). Thousand Oaks, CA: Sage. 

Mosadeghrad AM.  Essentials  of  Total  Quality  Management  in Healthcare: A 

systematic review. Int J Health Care Qual Assur 2014;  27:  544–58. doi: 

10.1108/ijhcqa-07-2013-008257 

Murphy, A.J. (1941). A study of the leadership process. American Sociological 

Review, Vol. 6, No. 5, 674-687. 

Nadler, D. a. (1998). Champions of Change: How CEOs and Their Companies are 

Mastering the Skills of Radical Change. San Francisco: Jossey-Bass Publishers. 

Nelissen, P. and van Selm, M. (2008), “Surviving organizational change: how 

management communication helps balance mixed feelings”, Corporate 

Communications: An International Journal, Vol. 13 No. 3, pp. 306-18. 

Obiwuru, T., Okwu, A., Akpa, V. & Nwankwere, I. 2011. Effects of Leadership Style 

on Organizational Performance: A Survey of Selected Small-scale Enterprises 

in Ikosi-Ketu Council Development Area of Lagos State, Nigeria. Australian 

Journal of Business and Management Research, 1(7), 100-111. 

Ojokuku, R., Odetayo, T. & Sajuyigbe, A. 2012. Impact of Leadership Style on 

Organizational Performance: A Case Study of Nigerian Banks. American 

Journal of Business and Management, 1(4), 202-207. Available at: 

http://worldscholars.org/index.php/ajbm/article/view/212/122.  

Porras, J. I., & Robertson, P. J. (1992). Organizational development theory, 

practice, and research (2nd ed., pp. 719–822). Handbook of Industrial and 

organizational Psychology (Vol. 3) Palo Alto, CA: Consulting Psychologists 

Press. 



68 
 

Schaffer, B. (2008). Leadership and motivation. Super Vision, Vol. 69, No. 2, 6-9. 

Simons, T.L. (1999), “Behavioral integrity as a critical ingredient for transformational 

leadership”, Journal of Organizational Change Management, Vol. 12 No. 2, 

pp. 89-104. 

Simons, T.L. (2002), “Behavioral integrity: the perceived alignment between 

managers‟ words and deeds as a research focus”, Organization Science, 

Vol. 13 No. 1, pp. 18-35 

Singh, K. (2009). Organizational Behavior: Text and Cases. India: Pearson 

Education. 

Smith, I. (2006), “Continuing professional development and workplace learning 11: 

managing the „people‟ side of organizational change”, Library 

Management, Vol. 26 No. 3, pp. 152-5. 

Srinidhi, B. (1998) „Strategic quality management‟, International Journal of Quality 

Science, Vol. 3, No. 1, pp.38–70. 

 

Stogdill, R. M. (1974). Handbook of leadership: A survey of the literature. Newyork: 

Free Press. 
 

Thomas G. Cummings, C. G. (2015). Organizational Development & Change, 

Tenth Edition. Stamford, CT 06902 USA: Cengage Learning . 

 

Uchenwamgbe, B. 2013. Effects of Leadership Style on Organizational 

Performance in Small and Medium-scale Enterprises (SMEs) in Nigeria. 

European Journal of Business and Management, 5(23), 53-73. 

 

Vaus, D. d. (2014). survey in Social Research. Routledge. 

Yamane, Taro. 1967. Statistics, An Introductory Analysis, 2nd Ed., New York: Harper 

and Row. 

Zemke, R., Raines, C. & Filiczak, B. (1999). Generations   at Work: Managing the 

Clash of Veterans, Baby   Boomers, Xers, and Nexters in your workplace,   

American Management Association, New York, NY 

 

 

 

 



69 
 

 

Appendices 

Appendix A: Questionnaire 

Addis Ababa University School of Commerce 

Department of Graduate Studies 

Masters of Arts in Business Leadership 

Dear respondent,  

My name is Muluken Belhu Tadesse currently working on a research project entitled “The 

Role of Leadership Style on Organizational Change Effectiveness” at Ethiopia Commodity 

Exchange. This questionnaire is prepared as part of the researcher’s effort to partially fulfill 

the requirements for Master of Arts Degree in Business Leadership from Addis Ababa 

University, School of Commerce. The objective of the research is to explore “The Role of 

Leadership Styles on the Organizational Change Effectiveness at Ethiopia Commodity 

Exchange. Your active participation in the research and your honest feedback to the 

questionnaires will help achieve the objective. The data shall be kept confidential and 

used for academic purposes only. You are not required to indicate your name. Should 

you require further clarification, please contact me via 0911-154738.  

Thank you in advance for your cooperation! 

 

QUESTIONNAIRE  

The statement below aims at capturing your perception of leadership styles and tries to 

identify the role of leadership styles on the organizational change effectiveness at 

Ethiopia Commodity Exchange.  

PART I: DEMOGRAPHICH QUESTIONS 

This part of the questionnaire covers the demographic back ground including the job 

related information. Kindly respond to each question by putting a tick (√) or a mark (x) 

sign on the choice that represents your personal profile: 
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I. Gender 

A. Male:       B. Female:  

 

II. Age 

A. 18-30:        B. 31-40:               C. 41-50:             D. Above 50:  

 

III. Marital Status 

A. Single  B. Married  C. Divorced  D. Widowed 

 

IV. Level of Education 

A. Diploma     B. Degree     C. Masters         D. PhD 

 

V. Current Job Level at ECX in years  

A. Senior Management   

   

B. Middle Level Management 

 

C. Supervisor 

 

D. Non-managerial 

 

VI. Job title__________________________ 

 

VII. How long have you worked in your current title? (in years) 

VIII. 1 to 3   B. 3+ to 5   C. 5+ to 8  D. Above 8  

 

IX. How long have you been working under your current supervisor/manager? 

(in years) _____ 

PART II: LEADERSHIP QUESTIONS  

The following statements are aimed at helping you assess your feelings or perceptions of 

your immediate supervisors‟ leadership style. Please rate as:        1-Strongly Disagree, 2- 

Disagree, 3-Neutral, 4-Agree, 5-Straongly Agree. Please place a tick (√) or a mark (x) in 

the box (cell) that represents your appropriate level of agreement. 
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S.No. 
Transformational leadership 
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Idealized Influence (II) 

1 

My supervisor makes others feel good to be 

around him 
          

2 I have complete faith in my supervisor           

3 

I am proud to be associated with my 

supervisor 
          

  Inspirational Motivation (IM)           

4 

My supervisor expresses in simple words 

what we could and should do 
          

5 

My supervisor provides appealing images 

about what we can do 
          

6 

My supervisor helps in finding meaning to 

my work 
          

  Intellectual Stimulation (IS)           

7 

My supervisor enables others to think about 

old problems in new ways 
          

8 

My supervisor provides others new ways of 

looking at puzzling things 
          

9 

My supervisor gets others to rethink ideas 

that they have never questioned before 
          

  Individual Consideration (IC)           

10 

My supervisor helps others to develop 

themselves 
          

11 

My supervisor lets others how he/she thinks 

we are doing 
          

12 

My supervisor gives personal attention to 

others who seem rejected 
          

  Transactional leadership 
          

  Contingent Reward (CR) 

13 

My supervisor tells others what to do if they 

want to be rewarded for their work 
          

14 

My supervisor gives rewards/recognitions to 

others when they reach their goals 
          

15 

My supervisor calls attention to others what 

they can get for what they accomplish 
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Management-by Exception (MBE) 

S
tr

o
n

g
ly

 D
is

a
g

re
e

 

D
is

a
g

re
e

 

N
e

u
tr

a
l 

A
g

re
e

 

S
tr

o
n

g
ly

 A
g

re
e

 

16 

My supervisor is always satisfied when others 

meet agreed upon standards           

17 

As longs as things are working, my supervisor 

doesn't try to change anything 
          

18 

My supervisor tells us the standards we have 

to know to carry out our work 
          

19 

My supervisor believes employees need to 

be supervised closely. they are not likely to 

do their work 

          

20 

As a rule, my supervisor believes that 

employees must be given rewards or 

punishments in order to motivate them to 

achieve organizational objectives 

          

21 

I feel insecure about my work and need 

direction 
          

22 

my supervisor is the chief judge of the 

achievements of employees 
          

23 

My supervisor gives orders and clarifies 

procedures 
          

24 

My supervisor believes that most employees 

in the general population are lazy 
          

  
Laissez-faire Leadership           

25 

In my complex situations my superior allows 

me to work my problems out on my own 

way 

          

26 

My supervisor stays out of the way as I do 

my work 
          

27 

As a rule, my supervisor allows me to 

appraise my own work 
          

28 

My supervisor gives me complete freedom 

to solve problems in my own  
          

29 

In most situations I prefer little input from my 

supervisor 
          

30 

In general, my supervisor feels it is best to 

leave subordinates alone 
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  Organizational Change Effectiveness 
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31 

Transformational leadership style has positively 
contributed to the organizational changes made.           

32 

Because of the transactional leadership style of ECX, 
the organizational change was effective.           

33 

Laissez-faire leadership style has positively 
contributed to the effectiveness of the change.           
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Appendix B: Interview 

Addis Ababa University School of Commerce 

Department of Graduate Studies 

Masters of Arts in Business Leadership 

Dear respondent,  

My name is Muluken Belhu Tadesse currently working on a research project entitled “The 

Role of Leadership Style on Organizational Change Effectiveness” at Ethiopia Commodity 

Exchange. This interview is prepared as part of the researcher’s effort to partially fulfill the 

requirements for Master of Arts Degree in Business Leadership from Addis Ababa 

University, School of Commerce. The objective of the research is to explore “The Role of 

Leadership Styles on the Organizational Change Effectiveness at Ethiopia Commodity 

Exchange. Your active participation in the research and your honest feedback to the 

interview questions will help achieve the objective. The data shall be kept confidential 

and used for academic purposes only.  

Thank you in advance for your cooperation! 

Interview (Senior Management) 

The various questions stated below aim at capturing your responses on the organizational 

change effectiveness at Ethiopia Commodity Exchange over the past five years.  Please 

feel free to frankly respond to the questions as the honest responses will be critically 

important on the final outcome of the research. 

 INTWEVIEW QUESTIONS  

1. What major changes have been introduced to Ethiopia Commodity Exchange 

over the past five years? 

2. What causes those changes? 

3. What were the major objectives of those changes? 

4. What measurements were set for the changes? 

5. What were the outcomes of the changes after the implementation?  

6. Have you made any evaluations of the changes after implemented? What were 

the outcomes of the evaluations? 
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7. What are your motivational strategies for your employees? 

8. How do you measure the effectiveness of your organization? 

9. Do you think that the changes at ECX are as a result of the current dominant 

leadership style? 

10. Anything you want to add______________________________________________________ 

_______________________________________________________________________________

_______________________________________________________________________________

_______________________________________________________________________________

_______________________________________________________________________________

_______________________________________________________________________________

_______________________________________________________________________________

___________________________. 

 

 

 

 

 


