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Abstract 

The aim of this study was to investigate the impacts of leadership styles on improving the 

employee’s performance at Kadisco Paint and adhesive Industry Share Company. The study 

employed both descriptive and explanatory research methods. It also used quantitative and 

qualitative research approach. A self-administered questionnaire was used for data collection 

from Kadisco paint and adhesive industry Share Company employees through census methods. 

Hence, out of 250 questionnaires distribute 204 questionnaires were collected and used for 

further analysis. Moreover, the data were analyzed using descriptive and linear regressions 

methods using SPSS software. However, the result showed that the correlation coefficient 

between each independent variables (transformational leadership, transactional leadership, 

and democratic leadership) has positive and significant relation with employee’s performance 

with the value of 00.612, 0.736, 0.540, and 0.572, respectively. Moreover, among the four 

leadership transactional leadership is the most influential leadership style with medium level 

effect on employee performance than other independent variables and transformational 

leadership style has the second influential factor. Therefore, based on the result of the study 

Kadisco paint and adhesive industry Share Company better to advice orient and train its 

supervisors to integrate different leadership style to bring employee performance.  

 

Key words: employee performance, transformational leadership, transactional leadership, 

and democratic leadership 
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CHAPTER ONE 

INTRODUCTION  

1.1 Backgrounds of the study 

Globally, the idea of leadership has evolved and developed due to various organizational and 

environmental changes (Alonderiene & Majauskaite, 2016). Leadership is mostly defined as 

the process of influencing a group toward the achievement of goals and directing the 

organization to make it more cohesive and coherent (Bass, 1997). Besides, leadership also is 

defined as the influence processes involving determination of the group's objectives, 

motivating task behaviour in pursuit of these objectives, and influencing group maintenance 

and culture (Yukl, 2010). 

According to Burns (1978) definition leadership as encouraging groups to act for certain goals 

that represent the values and the motivations, the wants and needs, the aspirations and 

expectations of both leaders and followers. Several studies have been carried out to assess the 

effect of leadership on the performance  of  organizations  and  how  organizational  variables  

such  as  culture,  employee  effectiveness, satisfaction, performance, retention, and motivation 

are influenced by various leadership styles (Shaw & Newton, 2014; Siddique, Aslam, Khan, & 

Fatima, 2011; Yang, 2014; Yang & Islam, 2012).  

Moreover, leaders in different areas play a crucial role in successfully directing their supporters 

to achieve organizational objectives (Anantatmula & Rad, 2018). They need to systematically 

connect with their workers (Sepdiningtyas & Santoso, 2017), and handle human resources 

(Kmecova, 2018), financing (Fillol, Lohmann, Turcotte-Tremblay, Some, & Ridde, 2019), and 

marketing wisely (Eriksson, Robertson, & Nappa, 2020). To summarize, leadership is a 

mechanism by which a person motivates (PAAIS & PATTIRUHU, 2020) or influences others 

to accomplish organizational objectives (Yang Liu & Gu, 2017). It is the method of 

strengthening and promoting employees' self-esteem to perform administrative tasks (Vila-

Vazquez, Castro-Casal, Alvarez-Perez, & Río-Araujo, 2018), and objectives (Chou & Ramser, 

2019). The motivation of workers is a way of achieving unique goals (Delaney & Royal, 2017), 

in which they bring effort above and above specified organizational objectives. Employee 

motivation, generally speaking, is the degree to which workers are emotionally or mentally 
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related to the company (Reina, Rogers, Peterson, Byron, & Hom, 2018). Employees are the 

most crucial source of organizational objectives (Salama, Al Shobaki, Abu Naser, AlFerjany, 

& Abu Amuna, 2017). Employees strive to successfully use corporate resources and improve 

the organization's efficiency (Khan, Kaviani, Galli, & Ishtiaq, 2019) and profitability (Ameen, 

Ahmed, & Abd Hafez, 2018). A well-qualified, capable, and talented workforce is required 

(Silva & Lima, 2018).  

Besides, the leadership style is considered as the essential for the benefit of different 

commodity (Inyang, Agnihotri, & Munoz, 2018). Most companies to achieve their desired 

goals, dedicated workers are a significant success factor (Lorincová, Štarchoň, Weberová, 

Hitka, & Lipoldová, 2019). The considerable benefit of dedicated employees is that they have 

less desire to leave the business (Alkhateri, Abuelhassan, Khalifa, Nusari, & Ameen, 2018). 

The Motivation (Graves & Sarkis, 2018), efficiency (Abu Sultan, Al Shobaki, Abu-Naser, El 

Talla, 2018), and productivity (Buil et al., 2019) of employees in organizations could increase 

if they are managed with a strong style of leadership. 

However, the success for every organization is very much dependent on Employees’ 

performance. Employees performance is a cooperation, considerate, and helpful acts that assist 

co-worker‘s performance and job dedication. It includes motivated acts such as working hard, 

taking initiative and following rules to support organizational objectives. Here, a good leader 

plays a vital role through understanding the importance and contributions of employees 

towards achieving the goals of the organization. It has to be realized that organizations cannot 

achieve their objective with the efforts of only one or two individuals. Consequently, 

motivating and coordinating employees and gaining collaboration and the collective effort will 

help to adopt the organizational goals. Similarly, Noormala and Syed (2009); Gerstner and Day 

(1997) argues that high quality leader follower relationships impacted the employee 

performance, organizational commitment, delegation, empowerment and job satisfaction. 

Hence, effective leadership can be a fundamental tool in maximizing organizational 

performance. 

Therefore, this study aimed at investigating the effect of leadership styles on improving 

employees’ performance at Kadisco paint and adhesive industry Share Company. It also 

investigates the leadership styles which have a positive impact on employees’ performance in 

Kadisco paint and adhesive industry Share Company.  
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1.1.1 Overview of Kadisco paint and adhesive industry  

KADISCO is a company that traces its origins from a small automotive parts dealership that 

was operating in one of the busy streets of Addis Ababa back in late 60’ or early 70’s. In 1979 

it was registered as the sole company to manufacture adhesives and glue.  

In 2015, Kadisco and Asian Paints joined hands to form a new partnership to offer products 

and services for the Ethiopian consumer. Kadisco’s partnership with Asian Paints gives it 

access to world class manufacturing, technology and quality standards. Today the company 

produces a full range of products for the construction coatings, industrial coatings, automotive 

coatings, water proofing construction chemicals and Adhesives. 

Kadisco Paint and Adhesive Industry S.C. aims to become one of the top ten decorative coating 

companies in Africa by 2030 by leveraging its expertise in the higher growth emerging markets 

like Ethiopia & in African continent. Simultaneously, the company intends to build long term 

value for the customer in the Industrial and domestic Coating business by being “Reliable in 

processes” , “having Cost effective operations by proper execution of deliverables”, offering 

“Quality” products through involvement of the “People. 

Kadisco paint and adhesive Share Company is committed to produce and deliver on time paints 

and adhesives that confirm to our customers’ requirements and to maintain quality leadership 

in the markets we serve. We are committed to establish and implement a quality management 

system that complies with the requirements of ISO-9001:2015 standards including dedicating 

ourselves to the following points: 

 Meet and strives to exceed its customers’ expectation and all other requirements. 

 Achieve continual improvement of our products and services through the use of quality 

management systems and KAIZEN. 

 Establish objectives to help communicate organizational direction and drive 

improvements. 

 Its Employees shall be encouraged to remain competent on the basis of education, 

training & experience and expected to do the job right first time. 

(https://www.eximpedia.app/country/ethiopia-importer/kadisco-paint-and-adhesive-

industry) 
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1.2 Statements of the problem 

An organization without good leadership is like a ship without a captain where resources are 

wasted despite their scarce nature (Khamis, 2008). Managers or leaders are expected to show 

an appropriate behavior towards employees that fits with the culture and general situation of 

the organization. Various organizations need strong leadership styles that can stimulate the 

employee performance. Employee performance seen in the notion of contextual performance 

that covers non-job-specific behaviors such as cooperation, dedication, enthusiasm and 

persistence and task performance which included executing defined duties, meeting deadlines, 

team input, and achieving departmental goals. Organizations face poor innovation, low 

productivity, inability to meet performance targets. These problems happen as a result of lack 

of strategic interventions of specific leadership style to the particular situations (Iqbal et al, 

2015). 

The effect of leadership style on performance of employees has been an arguable theme among 

researchers worldwide. Behn (1995), the issues of leadership styles on manipulating 

employee’s performance is one of the questions which need to get proper answer in 

organizations management. 

Maxwell (2015) distinguished that transactional leadership is the one which highly motivates 

employees than transformational leadership. It is also expressed that transactional leadership 

style is able to move subordinates beyond their normal level of performance to higher level of 

performance than any other leadership style (Bass, 1985). However, a positive relationship 

between transformational leadership and employee performance has been found in both 

practical perspectives (Howell & Frost, 1989). 

Many researchers believe that the Leadership styles can affect the performance of the 

employees of a company both directly and indirectly. Reports show that transactional 

leadership style influences workers performance more than any other leadership style (Patern, 

1995). Furthermore, it is propounded that transformational leadership style generates higher 

performance than transactional leadership style (Avolio, 1993). A number of recent studies 

examined the effect of leadership styles on employee’s performance. According to Rasool, et 

al. (2015), Pradeep and Prabhu (2011),Aboshaqah et al. (2015), Ipas (2012), Kahinde and Bajo 

(2014), Gimuguni, et al (2014), Raja and Palanichamy (2015) etc. Rasool et al (2015) examined 
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the health sector in Pakistani shows that both transformational and transactional leadership 

styles affect employee performance but the effect of transformation leadership style is higher 

than that of transactional leadership. Furthermore, Raja and Palanichamy (2015) studies shows 

that there is a positive relationship between both transformational and transactional leadership 

styles but negative relationship between autocratic leadership style and employee performance 

from a sample of employees in public and private sector enterprises in India.  

As revealed in the above statement different researcher has shown the effect of the leadership 

style (autocratic, transactional, transformational and democratic) on employee performance in 

different organization and they are tried to show whether it has positive or negative relation 

and effect with performance. Therefore, this study wants to investigate the impacts of 

leadership styles on improving the employee’s performance at Kadisco paint and adhesive 

industry Share Company. 

1.3 Objectives 

1.3.1 General Objective:  

The general objective of the study is to investigate the effect of leadership styles on improving 

the employee’s performance at Kadisco paint and adhesive industry Share Company. 

1.3.2 Specific Objective:  

 To explore the leadership styles that contributes to improves employee performance at 

Kadisco paint and adhesive industry Share Company. 

 To explain the relationship between the effective leadership styles and improving 

performance of employees at Kadisco paint and adhesive industry Share Company. 

 To identify the significance of leadership styles in improving employee performance at 

Kadisco paint and adhesive industry Share Company. 

 To develop models that shows relationship among different styles of leadership and 

improving employee performance at Kadisco paint and adhesive industry Share 

Company. 
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1.4 Research Questions  

Based on the above specific objective this study wants to answer the following questions:  

 Is the effect of Transactional Leadership style affects the performance of employee in 

Kadisco paint and adhesive industry Share Company? 

 To what extent democratic leadership style affects the performance of employee in 

Kadisco paint and adhesive industry Share Company? 

 What is the effect of transformational leadership style on the performance of employee 

in Kadisco paint and adhesive industry Share Company? 

 What is the effect of Laissez-Faire leadership style on the performance of employee in 

Kadisco paint and adhesive industry Share Company? 

1.5 Scope of the Study  

This study was conducted in Kadisco paint and adhesive industry Share Company through 

focusing on the following scopes such as: 

Conceptual scope: This study was focused on thematic areas/leadership style on employee 

performance namely, laissez-faire leadership, democratic leadership, transformational 

leadership, transactional leadership. 

Geographical scope: The study was tried to collect important information across different 

employees of Kadisco paint and adhesive industry Share Company Addis Ababa office.    

Methodological scope: With regard to the methodological part, the study was used both 

descriptive and explanatory research method. Besides, the approach of the study was include 

qualitative and quantitative data. Moreover, the sample technique was census sampling 

techniques from Kadisco paint and adhesive industry Share Company employees.   

Time scope: The study was cover the period between Januarys to June 2024 to evaluate the 

leadership style on employee performance.   
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1.6 Significance of the study 

The need for this study is to analyze the problem and provide alternative solution that Kadisco 

paint and adhesive industry Share Company adopts to determine which leadership style best 

fits in order to improve employee’s performance in its daily activities. Depending on the 

correction made, the company may adopt a leadership style that is vigorous in conflict 

resolution, which can increase job performance in the future.  

Besides, a positive work environment reinforces the entity's work environment in Kadisco paint 

and adhesive industry Share Company, and there is a correlation between the motivation 

projected by the leader and organizational climate satisfaction, which indicates that when the 

leader promotes the improvement of the quality of performance, employees will feel that their 

work helps improve the quality of the organization. 

The result of the study will benefit different scholars and organization as it will address the 

research gap existed and adds value to the existing literature and knowledge regarding 

leadership styles on improving employee performance. The findings of this study will also 

suggest and gives recommendations on the most effective leadership style that enhances 

employee performance the most. 

1.7 Organization of the study 

This study was organized in five chapters. The first chapter relates to the introduction to the 

study, a description of purpose and the significance of the study. The second chapter shows the 

literature review of published materials related to the study. The third chapter shows the 

methods which were used in order to answer the research questions and fulfill the purpose of 

the research. Next to that, the fourth chapter focuses on the result and discussions of the 

research findings. Finally, the last chapter ends by forwarding conclusions and 

recommendations. 
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CHAPTER TWO 

REVIEW OF RELATED LITERATURE  

2.1 Theoretical Review  

This section of the study will mainly review related works, literature, and empirical works 

on the research topic leadership style and employee's performance and other relevant theories 

associated with the research topic. Other research concepts, theoretical frameworks, behavioral 

contingencies, and systematic theories will be reviewed and analyzed in connection with this 

study. 

2.1.1 Conceptual definitions  

2.1.1.1 Leadership 

According to Northouse (2010), leadership is a process whereby an individual influences a 

group of people into achieving a common goal for the overall good of both the individual and 

the group of people. Leadership is the use of leading strategies to motivate and enhance the 

employee's potential for growth and inspire them to bring out their best or contribute their best 

to better the organization (Fry, 2013). As posited by Rosenboom (2011), leadership is the act 

of influencing subordinates so they will be willing to give their best to achieve organizational 

goals. Research by Peretomode (2015) in defining leadership outlined four aspects of 

leadership which include the ability to enthusiastically persuade others to work towards a 

definite objective, the motivation and the human factor keep a group organized, introduction 

of new procedures and structures for achieving or changing organizational set goals or 

objectives, personal influence directed through communication processes with the sole aim of 

achieving the goals of the organization, and influencing the behavior’s, actions, beliefs, and 

goals of the person involved. 

From this, one can deduce that leadership is not an isolated activity; rather, it is a collective 

effort to better the organization. Leadership requires the use of persuasion and influence rather 

than coercion or coercive domination. Leadership is a gradual and continuous process; it is an 

ongoing activity with the key aim of accomplishing a set goal for the organization (Jackson, 

2011). Heresy & Blanchard (2011) review leadership literature, offered their definition of 

leadership as the process of influencing the activity(s) of a group or an individual towards 
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achieving goals in a particular situation for the organization's overall betterment. As a result of 

those above, this research seeks to determine the impact of leadership style on improving 

employee's performance in Kadisco paint and adhesive industry Share Company. 

2.1.1.2 Leadership Styles  

The behavioral pattern or methodology that a leader adopts to manage his subordinates is 

termed leadership style (Wahab, 2010). Different leaders relate and communicate with their 

subordinates in a certain way to get them to perform exceedingly to a specific task for the 

overall welfare of the organization (Hersey & Blanchard, 2013).  

A leader's method to bring out the best from his subordinates to perform beyond their capacity 

is the tagged leadership style. Different leaders have different ways or methodology that works 

for them. However, scholars have argued that leadership style can either hinder or promote 

subordinates' job performance and organizational commitments, so scholars have warned that 

leaders should be careful when administering their style of leadership to the subordinates as it 

can it make or mare their performance (Marturano &Gosling ,2016).  

The combination of characters and skills that leaders use in their interaction with subordinates 

is termed leadership style (Jeremy et al., 2011). The relationship where one uses his influence 

and ways to bring people to work together for a common task to promote organizational goals 

is termed leadership style (Fiedler, 2011). According to Newstrom & Davis (2013), leadership 

style is the approach and manner of implementing plans, motivating people, and providing 

direction for subordinates to bring out their best and commit to the promotion of the 

organizational goals. 

2.1.2 Employee Performance  

According to Conway and Monks (2008), definition employee performance as the degree to 

which an employee accomplish the responsibilities that are necessary to retain the role given 

to the employee within the organization. One of the major goal of any firm is to improve their 

employee’s performance, so that the organization can be successful in today’s changing 

environment (Anyango, 2015). This is because organization’s success is associated with firm’s 

performance and their commitment (Drucker, 2007).  
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As stated on Mathis and Jackson (2010) findings, employee performance is linked with 

quantity and quality of output, timeliness, presence/attendance on the work, efficiency of the 

task accomplished, and effectiveness of the task accomplished.  

Hakala (2008) also stated that the quantity, quality, timeliness and cost-effectiveness are the 

indicators and measurement for employee performance. Therefore, this study adopted 

timelines, quality of work, quantity of work, need for supervision and interpersonal impact as 

the key indicators of the employee performance. 

Moreover, Armstrong, M. (2009) states that performance is both the behaviors and results of 

employees which means behaviors emanates from performer and transform performance from 

abstraction to action. Employees Performance is defined in terms of effectiveness, efficiency 

and ongoing relevance (the extent to which the organization adapts to changing conditions in 

its environment). Performance effectiveness derives from human aspirations and human values 

that are invisible roots of organizational values, they determine the rational for which 

organizations exist. The task of a leader in the organization in this case will be too nurture the 

roots of organizational values, which consists of nothing but a basic human aspiration, that is 

the will to give. 

Performance in the work place is defined as good ranking with the hypothesized conception of 

requirement of a role. The job performance is divided into: Task, contextual and adaptive. Task 

performance is related to cognitive ability expressed in behavioral role as recognized in job 

descriptions and by remuneration systems, they are directly related to organizational 

performance, whereas, contextual performance are value based and additional behavioral roles 

that are not recognized in job descriptions and covered by compensation; they are extra roles 

that employees are expected to go above and beyond the requirements listed in their job 

descriptions. Contextual performance includes volunteering for additional work, following 

organizational rules and procedures even when personally inconvenient, assisting and 

cooperating with coworkers, and various other discretionary behaviors (Ribeiro et al., 2018). 

2.1.3 Type of Leadership  

Understanding one’s leadership style allows a leader to take ownership, control, and 

responsibility for the size and scope of the tasks ahead. Effective leaders can stabilize their own 

resources by adopting various leadership styles, including: 
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A. Transactional Leadership 

The transactional leadership style is considered to be an exchange of rewards based on 

completion, which has been likened to the carrot and stick method for employees to complete 

their leadership tasks (Bass, 1997). It is more short-term and can best be described as a “give 

and take” kind of transaction. 

Kuhnert and Lewis (1987) argue that transactional leadership is the substitution of one goal for 

another to increase leadership performance, to encourage change in leadership employees to 

become ethical leaders of the future, by coaching them to recognize the challenges of leadership 

situations to lead the organization to increase employee performance.  

Another view is that transactional leaders identify employees’ needs and reward them for 

satisfying those needs so that they perform better (Arnold et al., 1998). Transactional leaders can 

use punishment when the work is poor, or the results are negative but can achieve rewards 

when the work is positive. Leaders exchange rewards or punishments with employees based 

on task completion in return for employee productivity (Naidu & Van der Walt, 2005). 

B. Democratic Leadership 

The democratic leadership style is one of the participative leadership style, derives its roots 

from the Transformational theory (Burke et al., 2006; Rad & Yarmohammadian, 2006; Vigoda-

Gadot, 2007). In this style, leadership focuses on change, visionary leadership and enhancing 

employees and organizational results. It allows employees to have a chance to build up their 

leadership skills, participate in leadership and contribute to decision-making (Vigoda-Gadot, 

2007). This leadership style by far more efficient and effective than autocratic leadership 

(Macbeth, 2005). Employees have the chance to express their opinions, suggestions and ideas 

are taken into consideration. Although members enjoy a certain 28 level of autonomy, it works 

effectively in situations where members a highly skilled, passionate and more satisfied about 

their job as is the situation where the laissez-faire leadership style is utilized. 

C. Transformational Leadership 

Transformational leaders are seen as inspirational, motivating employees to be motivated to 

work with high performance and be able to overcome their previous limits. (Abasilim et al., 

2019; Burns, 1978). Some authors consider the transformational leadership style as holistic 

https://journals.sagepub.com/doi/full/10.1177/21582440221094606#bibr30-21582440221094606
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leadership style (Avolio et al., 1988) or multi-factor leadership style (Tejeda et al., 2001). When 

practicing transformational leadership style, leaders actively create changes in awareness, 

attitudes, and behaviors in themselves, becoming attractive role models to create cognitive 

change, behaviors, attitudes, and even value orientations in employees (Bass, 1985). 

Bass and Riggio (2006) stated that the transformational leadership style achieves high leadership 

performance and can exceed expectations because it also focuses not only on leadership 

performance but also on the human factors and the development of employees. This is 

considered the main motivation for leaders to create employee engagement with the 

organization. Transformational leaders are attractive because they always believe in 

employees, are change agents and always pay attention to improving the working capacity of 

employees in the organization, and organize the learning process so that the organization can 

cope with complexity as well as being very proactive in building an atmosphere of job 

satisfaction and engagement to leadership performance (Agarwal & Gupta, 2021).  

According to Burns (1978) transformational leadership has some values such as justice, fairness, 

honesty, and honor, which are the ultimate values that cannot be bargained or exchanged so 

that they can unleash their creativity, so leaders get great power through the mobilization of 

collective intelligence, new ideas and are an important condition for building learning 

organizations practice that not all leadership styles create these values (Moradi Korejan & 

Shahbazi, 2016). 

According to Bass and Avolio (1997), the transformational leadership style has five 

manifestations. The five manifestations of transformational leadership style are idealized 

attributes, idealized behavior, intellectual stimulation, inspirational motivation, and 

individualized consideration. Influence is idealized, leadership vision is shared, employees 

voluntarily follow shared visions, leaders become role models for employees, always putting 

the collective interests first (Avolio & Bass, 2004). Inspiring motivation, leaders make 

employees aware of the urgency of leadership goals and motivate employees, arouse in 

employees the desire and confidence to realize the goals and organization vision as a whole 

(Yukl, 2013). Personal considerations, leaders respect differences, care about the needs of 

employees, become mentors, coach trusted employees before employees (Winkler, 2010). 
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D. Laissez-Faire Leadership 

The laissez-faire leadership style often does not represent the role of the leader, but employees 

can maximize the laissez-faire to make most decisions and do work in a way that is most 

convenient for them (Lewin et al., 1939) while encouraging personal growth, employees can 

express themselves especially before difficult tasks. On the other hand, the laissez-faire 

leadership style encourages innovation and creativity and allows for faster decision-making, 

autonomy to make decisions without waiting for the approval process (Amanchukwu et al., 

2015).  

Laissez-faire leaders do not interfere in the thought and actions of employees, even in difficult 

situations where the role of the leader is required, but they avoid it, the decision belongs to the 

employees (Giao & Hung, 2018; Goodnight, 2011). However, this seems to be suitable for 

employees with self-discipline, high responsibility, and in contrast, this style will be difficult 

to achieve leadership goals with employees having a low sense of discipline. Besides some 

views in favor of the laissez-faire leadership style, others argue that it is a leadership style that 

leads to low productivity among team members (Anbazhagan & Kotur, 2014). Laissez-faire 

leaders often avoid making decisions, hesitate, avoid making decisions instead of actively 

responding to the leadership situation needed (Piccolo et al., 2012).  

2.1.4 Theoretical literature review  

2.1.4.1 Great-Man Theory 

The struggle toward investigations for common traits of leadership is protracted over centuries 

as most beliefs need heroes to define their successes and to justify their failures. In 1847, 

Thomas Carlyle stated in the best interests of the heroes that “universal history, the history of 

what man has accomplished in this world, is at the bottom of the history of the great men who 

have worked here”. Carlyle claimed in his “great man theory” that leaders are born and that 

only those men who are endowed with heroic potentials could ever become the leaders. He 

opined that great men were born, not made. An American philosopher, Sidney Hook, further 

expanded Carlyle perspective highlighting the impact which could be made by the eventful 

man vs. the event-making man (Carlyle, 1847). 

https://journals.sagepub.com/doi/full/10.1177/21582440221094606#bibr45-21582440221094606
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As Dobbins & Platz, (1986) proposed that the eventful man remained complex in a historic 

situation, but did not really determine its course. On the other hand, he maintained that the 

actions of the event-making man influenced the course of events, which could have been much 

different, had he not been involved in the process. The event making man’s role based on “the 

consequences of outstanding capacities of intelligence, will and character rather than the 

actions of distinction”. However, subsequent events unfolded that this concept of leadership 

was morally flawed, as was the case with Hitler, Napoleon, and the like, thereby challenging 

the credibility of the Great Man theory. These great men became irrelevant and consequently 

growth of the organizations, stifled 

MacGregor (2003) states that the passing years have given the coup de grace to another force 

the great man who with brilliance and farsightedness could preside with dictatorial powers as 

the head of a growing organization but in the process retarded democratization. Leadership 

theory then developed from dogma that leaders are born or are destined by nature to be in their 

role at a particular time to a reflection of certain traits that envisage a potential for leadership.  

2.1.4.2 Trait Theory 

Some early theorists opined that born leaders were gifted with certain physical traits and 

personality characteristics which distinguished them from non-leaders. Trait theories ignored 

the assumptions about whether leadership traits were genetic or acquired. Jenkins identified 

two traits; emergent traits (those which are heavily dependent upon heredity) as height, 

intelligence, attractiveness, and self-confidence and effectiveness traits (based on experience 

or learning), including charisma, as fundamental component of leadership (Ekvall & Arvonen, 

1991). 

Max Weber termed charisma as “the greatest revolutionary force, capable of producing a 

completely new orientation through followers and complete personal devotion to leaders they 

perceived as endowed with almost magical supernatural, superhuman qualities and powers”. 

This initial focus on intellectual, physical and personality traits that distinguished non-leaders 

from leaders portended a research that maintained that only minor variances exist between 

followers and leaders (Burns, 2003).  

The failure in detecting the traits which every single effective leader had in common, resulted 

in development of trait theory, as an inaccessible component, falling into disfavor. In the late 
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1940s, scholars studied the traits of military and non-military leaders respectively and exposed 

the significance of certain traits developing at certain times. 

2.1.4.3 Contingency Theories (Situational) 

The situational or contingency theories recommends that no leadership style is precise as a 

stand-alone as the leadership style used is reliant upon the factors such as the quality, situation 

of the followers or a number of other variables. “According to this theory, there is no single 

right way to lead because the internal and external dimensions of the environment require the 

leader to adapt to that particular situation”.  

Mostly in this theory leaders do not change only the dynamics and environment, employees 

within the organization change. In a common sense, the theories of contingency are a category 

of behavioral theory that challenges that there is no one finest way of leading/organizing and 

that the style of leadership that is operative in some circumstances may not be effective in 

others (Greenleaf, 1977). 

Most theorists of contingency supposed that the leader was the focus of leader-subordinate 

relationship; situational theorists opined that the subordinates played a pivotal role in defining 

the relationship. Though, the situational leadership stays to emphasis mostly upon the leader, 

it creates the significance of the focus into group dynamic. “These studies of the relationships 

between groups and their leaders have led to some of our modern theories of group dynamics 

and leadership”. The theory of situational leadership proposes that style of leadership should 

be accorded with the maturity of the subordinates (Bass, 1997). “The situational leadership 

model, first introduced in 1969, theorized that there was no unsurpassed way to lead and those 

leaders, to be effective, must be able to adapt to the situation and transform their leadership 

style between task-oriented and relationship oriented”. 

2.1.4.4 Style and Behavior Theory 

According to style theory, it recognizes the significance of certain necessary leadership skills 

that serve as enabler for a leader who performs an act while drawing its parallel with previous 

capacity of the leader, prior to that particular act while suggesting that each individual has a 

distinct style of leadership with which he/she feels most contented. Like one that does not fit 

all heads, similarly one style cannot be effective in all situations.  
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On the bases of style theory Yukl (1989) introduced three different leadership styles. The 

employees serving with democratic leaders displayed high degree of satisfaction, creativity, 

and motivation; working with great enthusiasm and energy irrespective of the presence or 

absence of the leader; maintaining better connections with the leader, in terms of productivity 

whereas, autocratic leaders mainly focused on greater quantity of output. Laissez faire 

leadership was only considered relevant while leading a team of highly skilled and motivated 

people who excellent track-record, in the past.  

Feidler & House (1994) also identified two additional leadership styles focusing effectiveness 

of the leadership. These researchers opined that consideration (concern for people and 

relationship behaviors) and commencing structure (concern for production and task behaviors) 

were very vital variables. The consideration is referred to the amount of confidence and rapport, 

a leader engenders in his subordinates. Whereas, initiating structure, on the other hand, reflects 

the extent, to which the leader structures, directs and defines his/her own and the subordinates‟ 

roles as they have the participatory role toward organizational performance, profit and 

accomplishment of the mission.   

Diverse studies proposed that three types of leaders such as autocratic, democratic and laissez-

faire. Without involving subordinates, the autocratic leader makes decisions, laissez-faire 

leader lets subordinates make the decision and hence takes no real leadership role other than 

assuming the position and the democratic leader accesses his subordinates then takes his 

decision. “He further assumed that all leaders could fit into one of these three categories”. 

2.1.4.5 Process Leadership Theory 

The process theory of leadership conveys the idea that leadership is a process that has to do 

with the relationship between the leader and their followers. Related to the idea of 

transformational leadership that James MacGregor Burns proposed, process leadership 

involves a leader putting their personal interests aside for the interest of the larger group. The 

goal is to empower and motivate everyone involved, and that is where the leaders put their 

focus (MacGregor Bums, 2003). 

When you work to be a process leader, you take on the responsibility of offering support to 

others and building relationships with them. Rather than being born with the qualities of a 

leader, this theory states that this process allows you to become a leader over time. By creating 
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these positive relationships, you build an environment where you and your followers can 

succeed. To fully understand what is meant by the process theory, it can be helpful to 

understand the broader application of the term. 

Process theories, in general, refer to a system of ideas that help illustrate how an entity develops 

and changes. These theories focus on how something happens rather than why something 

happens. When applied to leadership, the focus is on the interaction between the leader and the 

follower rather than simply on the leader alone. It takes into account the reality that exchange 

occurs between leaders and followers, which is a vital part of the process of great leadership 

(Human Resource Development Quarterly, 2022). 

2.1.4.6 Transactional Theory 

The leadership theories, by the late 1970s and early 1980s, activated to diverge from the 

specific perspectives of the leader, leadership context and the follower and toward practices 

that concentrated further on the exchanges between the followers and leaders. The transactional 

leadership was described as that in which leader-follower associations were grounded upon a 

series of agreements between followers and leaders (House & Shamir, 1993). The transactional 

theory was “based on reciprocity where leaders not only influence followers but are under their 

influence as well”. Some studies revealed that transactional leadership show a discrepancy with 

regard to the level of leaders‟ action and the nature of the relations with the followers.  

Bass and Avolio (1994) observed transactional leadership “as a type of contingent-reward 

leadership that had active and positive exchange between leaders and followers whereby 

followers were rewarded or recognized for accomplishing agreed upon objectives”. From the 

leader, these rewards might implicate gratitude for merit increases, bonuses and work 

achievement. For good work, positive support could be exchanged, merit pay for promotions, 

increased performance and cooperation for collegiality.  

The leaders could instead focus on errors, avoid responses and delay decisions. This attitude is 

stated as the “management-by-exception” and could be categorized as passive or active 

transactions. The difference between these two types of transactions is predicated on the timing 

of the leaders‟ involvement. In the active form, the leader continuously monitors performance 

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

https://onlinelibrary.wiley.com/journal/15321096
https://onlinelibrary.wiley.com/journal/15321096
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2.1.4.7 Transformational Theory 

This leadership theory distinguishes itself from the rest of the previous and contemporary 

theories, on the basis of its alignment to a greater good as it entails involvement of the followers 

As per Bass, transformational leader, “attempts to induce followers to reorder their needs by 

transcending self-interests and strive for higher order needs". This theory conform the Maslow 

(1954) higher order needs theory.  

Transformational leadership is a course that changes and approach targets on beliefs, values 

and attitudes that enlighten leaders‟ practices and the capacity to lead change. The literature 

suggests that followers and leaders set aside personal interests for the benefit of the group. The 

leader is then asked to focus on followers’ needs and input in order to transform everyone into 

a leader by empowering and motivating them (House & Aditya, 1997). 

This leadership gave emphasis from the previously defined leadership theories because it 

focuses on the ethical extents of leadership further differentiates the transformational 

leadership. The transformational leaders are considered by their capability to identify the need 

for change, gain the agreement and commitment of others, create a vision that guides change 

and embed the change (MacGregor Bums, 2003).These types of leaders treat subordinates 

individually and pursue to develop their consciousness, morals and skills by providing 

significance to their work and challenge. These leaders produce an appearance of convincing 

and encouraged vision of the future. They are “visionary leaders who seek to appeal to their 

followers‟ better nature and move them toward higher and more universal needs and purposes” 

(MacGregor Bums, 2003).  

2.5 The Effect of leadership styles on improving employee performance 

2.5.1 The Effect of Transactional leadership on improving employee performance 

A research study done by Masa’deh et al., (2016) on the relationship between transformational 

leadership, transactional leadership and employee performance and firm performance found 

that transactional leadership style significantly impacts employee job performance. Sung-Pyo 

Choi (2015), asserts that exceptional management element of transactional leadership is found 

to have a positive influence on firm’s employee’s behaviour.  

Sundi K (2013), study indicates that transactional leadership style has a positive and significant 

effect on employee performance. Similarly, Zohra et al, (2017), found that transactional 
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leadership style has a strong positive correlation with the performance of the employees. Yang 

(2010), concluded that transactional leadership is positively related to employee’s creative 

performance in teams with higher empowerment climate. Both Girei, (2015) and Jama (2017), 

studies found that transactional leadership positively and significantly impacts the performance 

of employees. 

2.5.2 The Effect of Democratic leadership on improving employee performance 

Democratic leadership style encourages employees to participate in the decision making 

process of the organization (Nwokocha & Iheriohanma, 2015). According to Puni et al. (2014), 

decision making in a democratic system is not centralized and high performance is recognized 

and rewarded. Nwokocha & Iheriohanma (2015) on the other hand suggest that there is 

potential for poor decisions to be made by the subordinates as a result of the leader depending 

on the contributions made by the employees or subordinates. This can be said to have a negative 

impact on the organization and can also instigate turnover intention in employees. It is therefore 

expected that brainstorming of ideas and collective decisions are arrived at by all concerned. 

The democratic leadership sounds good in theory but it is often bogged down in its slow 

decision making process and the results which could seem workable would always require a 

lot of time and effort (Nwokocha & Iheriohanma, 2015). The democratic leader allows for 

decision making to be shared by the leader and the group. Criticisms and praises are objectively 

given and a feeling of responsibility is developed within the group.  

Kotter (1995) argued that this form of leadership is claimed to be earliest amongst all other 

leadership style. The leader discusses with subordinates before he issues general or broad 

orders from which subordinates feel free to act on (Bhargavi & Yaseen, 2016). The superior 

allows the subordinates opportunity to use their initiative and make contributions. The leaders 

also offer support to the subordinates in accomplishing task. Democratic leadership yields a lot 

of benefits. Subordinates are encouraged to share their thoughts; it can lead to better ideas and 

more creative solutions to problems (Sadia & Aman, 2018). Employees also feel more involved 

and committed to projects, making them more likely to care about the end results. It is perceived 

that democratic leadership style leads to higher productivity among group members. 

https://www.scirp.org/journal/paperinformation?paperid=91208#ref45
https://www.scirp.org/journal/paperinformation?paperid=91208#ref49
https://www.scirp.org/journal/paperinformation?paperid=91208#ref45
https://www.scirp.org/journal/paperinformation?paperid=91208#ref45
https://www.scirp.org/journal/paperinformation?paperid=91208#ref34
https://www.scirp.org/journal/paperinformation?paperid=91208#ref14
https://www.scirp.org/journal/paperinformation?paperid=91208#ref52
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2.5.3 The Effect of Transformational leadership on improving employee performance 

Many research findings on leadership styles confirmed that transformational leadership style 

have a positive influence on the performance of the organization (Zeb et al., 2015; Yukl, 2009). 

Moreover, studies done by researchers on leadership styles and employee performance have 

found that there is a positive significant relationship between transformational leadership and 

employee performance (Masa’deh et al., 2016; Caillier, 2014; Ribeiro et al., 2018; Krepia et 

al., 2018; Yang et al., 2020). A research study done by Masa’deh et al., (2016), on the 

relationship between transformational leadership, transactional leadership and employee 

performance and firm performance found that transformational leadership style significantly 

impacts employee job performance.  

A study done by Ribeiro et al., (2018), revealed that transformational leaders promote affective 

commitment of employees which enhances employee’s individual performance. They also 

propose that firms should adopt transformational leaders since they create an organizational 

environment of trust, loyalty and employee’s participation which will increases employee’s 

performance. Similarly, Caillier (2014), asserts that mission valence enhance the positive 

relationship between transformational leadership and employee performance. Banerjee et al., 

(2017) study outcomes indicate that transformational leadership has a positive relationship with 

creative performance of salespersons. Krepia et al., (2018), concludes that it is evident that 

transformational leaders affect positively on work performance. 

 Rao and Kareem Abdul (2015), suggests that transformational leadership significantly and 

positively influence on team performance. This was evident in Yang et al., (2020) research 

study that transformational leadership positively impacts on employee’s task and contextual 

performance through organizational embeddedness. It was found that transformational 

leadership impacts positively on employee performance through mediating influence of 

behavioural integrity (Saleem et al., 2019). Itunga and Awuor (2019), study shows that 

transformational leadership predicts performance of employees.  Studies done by Girei (2015), 

Jama (2017), Hoxha and Heimerer, (2019), Basit et al (2017), (Lor and Hassan, 2017) and 

Abimbola et al (2017), shows that transformational leadership positively and ssignificantly 

influence the performance of employees. 
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2.5.4 The Effect of Laissez-faire leadership on improving employee performance 

Laissez faire is a French phrase which means “let it be” and it is also known as the “hands off 

style” (Nwokocha & Iheriohanma, 2015: p. 194). According to Gill (2014), it means leaving 

subordinates to complete tasks and jobs in the way they choose without adherence to any strict 

policies or procedures. Bass (1985) describes the laissez faire leadership style as one in which 

the leader has no belief in his own ability to supervise. He further states that the leader has no 

clear set goals towards how they may work, does not help the group in making decisions and 

so leaves too much responsibility with subordinates. According to Puni et al. (2014), the 

laissez-faire leader avoids controlling his employees and so only relies on the few available 

employees who are loyal to get a task done. 

It is argued that laissez faire leaders do not believe in employee development as they believe 

that employees can take care of themselves (Puni et al., 2014). This leadership style cannot be 

said to be operational in an organizations which require that both the leader and subordinates 

have an input in the decision making process and completion of tasks to ensure the success of 

the organizations. This is defined as a style of leadership where leaders refuse to make 

decisions, are not available when needed, and choose to take no responsibility for their lack of 

leadership ability. 

Leadership has been identified as an important subject in the field of organizational behaviour. 

Leadership is one with the most dynamic effects during individual and organizational 

interaction. However, laissez-faire is a leader as one who avoids involvement when important 

issues arrive, is absent when needed, avoids making decisions, delays responding to urgent 

questions, lacks direct supervision of employees and fails to provide regular feedback to those 

under his or her supervision and highly experienced and trained employees requiring little 

supervision. However, not all employees possess those characteristics and this leadership style 

hinders the production of employees needing supervision (Bennett, 2009).  

 

 

https://www.scirp.org/journal/paperinformation?paperid=91208#ref45
https://www.scirp.org/journal/paperinformation?paperid=91208#ref20
https://www.scirp.org/journal/paperinformation?paperid=91208#ref7
https://www.scirp.org/journal/paperinformation?paperid=91208#ref49
https://www.scirp.org/journal/paperinformation?paperid=91208#ref49
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2.2 Empirical Review  

2.2.1 General Studies 

The study conducted by Celestine Awino (2015) the Effect of leadership styles on employee 

performance at Bank of Africa by using cross sectional descriptive survey research strategy. 

The leadership styles were measured by using MLQ, in which both descriptive and inferential 

statistical techniques were used for data analysis. The findings shows that as transformational 

leadership style was the most exhibited style at the bank followed by transactional and laissez- 

faire respectively. Both transformational and transactional are positively correlated with 

employee performance, while laissez-faire leadership style had positive relationship and 

statistically insignificant correlation. 

Moreover, the study conducted by Muzaffar and K. Devanadhen (2015) was aimed to find out 

the dominance of the leadership styles in the concerned Banking companies in India. The 

descriptive survey research design was operated in order to accomplish the above stated 

objectives. The findings reveal that only transformational leadership style has significant direct 

impact on employee performance while transactional the leadership styles showed insignificant 

impact. Moreover the transformational leadership was the more dominant form of leadership 

style prevailing in the concerned Banking organizations of Jammu and Kashmir, India. 

Similarly, most of the literature reviewed is somehow consistent in suggesting that both 

transformational and transactional leadership styles are significantly positively related to 

performance and that transformational style effect is more pronounced than that of the 

transactional leadership style, but the evidence on the relationship between laissez-faire and 

employee performance is not that straight forward (Rasol, et al. 2015; Tsigu and Rao, 2015). 

Raja and Palanichamy (2015) examined the effect of leadership styles on employee 

performance in public vs. private sector enterprises in India. From 43 middle-level managers 

and 156 subordinates, the study results indicate sufficient evidence, at the 5% level of 

significance, that there is a linear positive relationship between transformational leadership and 

employee performance, there is a significant positive relationship between transactional 

leadership employee performances. However, the study found that laissez-faire leadership had 

a negative relationship with the employee performance/outcomes”. Leaders and their 

leadership styles is one of the mostly researched topics in the recent past. Studies have been 

conducted on the effects of leadership styles on employee performance. Rassol et al (2015) 
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studied leadership styles and its impact on employee's performance in health sector of Pakistan 

and concluded that transformational leadership styles have more positive effect on employee 

performance than transactional leadership. They found out that transformational leadership can 

perform better in highly organic environment where focus is on competitive advantages. 

Results of their study also explored that the impact of transactional leadership was not much 

stronger as compared to transformational leadership on job performance.  

Pradeep and Prabhu (2011) states that leadership is positively linked with employee 

performance for both transformational leadership behaviors and transactional contingent 

reward leadership behaviors. The managers, who are perceived to demonstrate strong 

leadership behaviors, whether transformational or transactional, are seen to be engaging in 

increasing the employees’ performance. In giving their summary it was found that the 

transformational leadership style has significant relationships with performance outcomes; viz. 

effectiveness in work, satisfaction, extra effort and dependability. Their study added some 

additional knowledge for a better understanding of the preferred leadership approach and 

appropriate style for using with subordinate in various professional levels. By using their 

results, leaders can adjust their behaviors in practical ways to enhance subordinates’ job 

performance, thereby reaping increased productivity for their organizations as a consequence. 

They emphasize on the need of leaders to have the ability to attract / influence their 

subordinates, be able to set clear standards of performance to their peers and act as a best role 

model to the subordinates.  

A study by Aboshaiqah et al (2015) on nurses’ perception of managers’ leadership styles and 

Its Associated Outcomes, demonstrated that staff nurses perceived that transformational 

leadership and its factors are utilized more often than transactional and laissez-faire leadership 

styles, again, further analysis showed that there was positive correlation between outcome 

factors (effectiveness, extra efforts and satisfaction) and transformational and transactional 

leadership styles and negative correlation with laissez-faire leadership style. They concluded 

that a combination of transformational leadership styles and behaviors/factors contributed to 

an increase in extra effort, satisfaction and overall employee performance and perceived leader 

effectiveness among nurses.  

 Ipas (2012) did a study on the perceived leadership style and employee performance in hotel 

industry, they found that autocratic leadership style is perceived as being the most used style 
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by the managers that ensures expected results. They also stressed the fact that managers must 

find the good solution to help the employees to increase their individual performance. Kehinde 

and Banjo (2014) also did a test of the impact of leadership styles on employee performance: 

A study of department of Petroleum Resources; The implication of their study was that 

“transformational leadership style” would bring effective results in organizations because it 

motivates employees to go beyond ordinary expectations, appeals to follower’s higher order 

needs and moral values, generates the passion and commitment of followers for the mission 

and values of the organization, instills pride and faith in followers, communicates personal 

respect, stimulates subordinates intellectually, facilitates creative thinking and inspires 

followers to willingly accept challenging goals and a mission or vision of the future mission 

and objectives of organization, they recommend that transformational leadership style is good 

or appropriate for organizations that wish to compete successfully and mentor subordinates 

who will be managers of tomorrow to keep the flag flying for the firm.  

“Leadership has got a paramount attention in both the academia and practitioners since recent 

decades as determinant factor on employee behavior and performance”. Rasool, (2015) “The 

measure of relationship between the job performance and leadership style draws the 

considerable attention of scholars. Leader and their leadership styles is one of the mostly 

studied topics of recent history. Chan (2010) points out that the many researchers who have 

done studies on leadership style have not come up with a specific style suitable for specific 

issue, however Chan advises that it is important to note that different styles are needed for 

different situations and leaders just need to know when to use a particular approach and by 

using appropriate leadership styles, leaders can affect employee job satisfaction, commitment, 

productivity and ultimately the organization’s performance through its employees. The amount 

of direction and social support a leader gives to subordinates/ followers depend greatly on their 

styles to fit the situation. 

Therefore, there are diverse literatures or empirical evidence that describes leadership styles 

and employee performance from a multitude of angles and views. Many articles also repeat the 

same topics. Many of these studies were generally conducted in business organizations, yet 

there have been few researches conducted in protective organizations and there is no much 

research conduct specifically in painting industry. 
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2.2.2 Research Gaps 

The literature on leadership and employee performance is scattered across countries and across 

industry. The evidence of the effect of leadership style on employee performance is also varied. 

While most of the literature reviewed is somehow consistent in suggesting that both 

transformational and transactional leadership styles are significantly positively related to 

employee performance and that transformational style’s effect is more pronounced than that of 

the transactional leadership style (Rasool, et al., 2015; Kehinde and Bajo, 2014; Tsigu and Rao, 

2015), the evidence on the relationship between laissez-faire and performance is not that 

straight forward. For example while, some are reporting negative relationship, e.g. Aboushaqah 

et al (2015), others like Gimuguni, et al (2014) have reported a positive relationship. This 

suggests that the evidence on this leadership style is inconsistent. Therefore, from the review 

of literature it is evident that the research evidence on the effect of leadership style on employee 

performance that leadership style can explain significant number of performance outcomes at 

individual and organizational level.  
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2.3 Conceptual Framework  

The importance of leadership in an organization cannot be overemphasized as different 

scholars have given various definitions due to its complexity and importance. Leadership has 

been viewed as a transaction between a leader and his subordinates. It had also been defined as 

a process of influencing people towards a particular objective or goal.  Whichever leadership 

style that is exhibited by a person is a combination of traits, characteristics, skills and behaviors. 

The situation also matters and will call for a totally different style. The conceptual framework 

is derived from different leadership theories mentioned under the theoretical literature review 

and from transactional, democratic, transformational, and laissez-faire leadership styles. These 

leadership styles will be hypothesized to predict the impact on improving employee 

performance at Kadisco paint and adhesive industry SC. 

     Independent variables                                                                       Dependent variable 

    Leadership styles                                                                                Employee performance 

 

 

 

 

 

 

 

 

Source: Design adopted from Koech M. (2012). 

Figure 1: The conceptual model of the study 

Transformational leadership style 

Measurements: 

Vision, inspirational communication, 

intellectual stimulation, influence, 

empowerment, high performance 

expectations 

 

Transactional Leadership style  

Measurements: Leader-Follower 

exchanges, clarification of subordinate 

responsibilities, contingent rewards 
 

 

Laissez-faire leadership style 

Measurements: Lack of involvement, 

avoidance of responsibilities, resistance 

in discussing critical issues 

 

 Measurements: 

 Productivity 

 Quality of work 

 Goal attainment 

 Time 

management 

 Team 

collaboration 

 Adaptability and 

innovation  

 Customer 

satisfaction  

 Absenteeism rate 

 Employee 

engagement 

 

 

 

 

 

 

Democratic Leadership style 

Measurements: Considerate, 

participative, concerned with 

maintaining relationships with others, 

group decision making 
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The research sought to identify different types of attributes of transactional leadership offered 

by the Bank of Africa to its employees and how they affect the employee performance, to assess 

whether by offering reward employees are motivated to perform better or the absence of 

rewards indeed affects the employee performance. The research also sought seek to understand 

how the attributes of transformational leadership affect employee performance at Bank of 

Africa and if indeed the supervisors of bank of Africa exhibit the following attributes in 

furtherance for employee performance. The research will also seek to understand the extend of 

laissez faire leadership in Bank Of Africa and how it affects the performance of employees, 

whether it slows performance or what extend it can improve performance of the employees of 

Bank Of Africa, lastly, the research sought to understand how authoritative leadership affects 

the employee performance of Bank Of Africa, to know how coerced the employees of Bank of 

Africa feel and how this improves or slows down their performance.  

The background information to be collected to help understand more on the research included 

the following factors; age, gender, length of service and education levels. 

2.3.1 Statement of Hypothesis 

H1. The Transactional leadership style affects employee performance in Kadisco paint and 

adhesive industry Share Company. 

H2. The democratic leadership style affects employee performance in Kadisco paint and 

adhesive industry Share Company. 

H3. The Transformational leadership style affects employee performance in Kadisco paint and 

adhesive industry Share Company. 

H5. The laissez-faire leadership style affects employee performance in Kadisco paint and 

adhesive industry Share Company. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Methodology and Data Source 

This chapter deals with essentially with the methods and procedures that used to gather and 

analyses the data to undergone this study. It comprises the research design, approaches of the 

study, population and sample size of the study, sampling techniques, sample frame, instruments 

for gathering data, questionnaire, key informants, and validation of research and methods of 

data analysis. 

3.2 Research Design 

For the purpose of this study, all Kadisco paint and adhesive industry Share Company 

employees are the target population. The company has four plants in Addis Ababa with more 

or close to 256 employee as of 01 April 2024.  

This study employed both descriptive and explanatory research design. Most of the time 

descriptive kind of studies is good enough as a method of data collection which is very helpful 

in terms of demonstrating the connection between different aspects of situations and for 

describing the world as it is. Hence, the descriptive study design is preferred by the researcher 

because of the interest to describe the existing impacts of leadership style that lead to improving 

employee’s  performance  and explanatory study design is selected as it supports for explaining, 

understanding and controlling the relationship between variables. So this study used both a 

descriptive and explanatory research design to describe impacts of leadership style on 

improving employee’s performance of the Kadisco paint and adhesive industry Share 

Company. In addition, it was helpful to obtain an accurate profile of the situation under this 

study and thus the study were consist of mixed data types and sources. 

3.3 Research Approaches 

The researcher were used mixed approach in order to answer the study objectives on impact of 

leadership style and employee performance. The purpose of quantitative research is to gather, 

analyze and measure statistical data. On the other hand, the purpose of the qualitative approach 

is to explore the condition or situation of the company that could be the main drivers of 

employee performance as it is observed and perceived by the researcher. So this study was used 
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descriptive research approach to describe the employee performance towards the leadership 

style of the company management. In addition, this approach were helpful to obtain an accurate 

profile of the situation under this study and thus the study was consist of mixed data types and 

sources. 

Data was collected from primary and secondary sources through different mechanisms such as 

administering structured questionnaire, key informant interviews, observation and reviewing 

documents and related literatures. 

3.4. Target Population, Sample Design and Sample Size 

The target population for this study were 250 and the study is conducted all employees of 

Kadisco paint and adhesive industry Share Company, such as top managers, middle managers 

and others of sub-city. Moreover, in order to satisfy the adequacy and representativeness of 

the sample size selected major office employees of Kadisco paint and adhesive industry Share 

Company, so the target population of the study were all employees.  

3.5. Sampling techniques 

In order to enhance the validity and reliability of the finding of the study, taking optimum 

level of sample size and designing appropriate sampling technique is needed spatial 

consideration. For this in order to obtain more accurate information and reduce biasness using 

probability sample techniques enrich the finding of the study.  Sampling is a means of 

selecting some part of a group to represent the entire group or the population of interest. 

Sampling reduces the length of time needed to complete a research; it cuts costs, is 

manageable, increases accuracy and is almost a mirror of the sample population (Babbie, 

2004). In this research the researcher used both probability and non-probability sampling 

methods. So, for the study selected census sampling method and the respondents selected 

across the organization using this method. This sampling technique chosen as it gives each 

member of population equal chance of being selected. 
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3.4 Data Type and Data Source  

3.4.1 Types of data  

The study was conducted through structured questionnaire (for employees of Kadisco paint 

and adhesive industry Share Company) used to identify the target study participants. In 

addition, interview was also be used in this study. The primary and secondary data was 

collected through document review, structured questionnaires, key informant interview, 

observation and participation. Document which includes implementation manuals, project 

appraisal document, performance report, and other documents were reviewed as a secondary 

data sources. 

3.4.2 Sources of data  

The research writing was involve both the combination of the primary and secondary data 

sources. 

 Primary sources: these sources of data was collected from the primary sources of data, 

which includes open ended and close ended questionnaires, structured/semi-structured 

interviews with the employees and management bodies.  

 Secondary sources: the secondary sources of data were collected from different 

secondary data sources such as annual reports of Kadisco paint and adhesive industry 

Share Company.  

3.5 Research Instruments 

The research instruments used in this research was formal questionnaires and key informant 

interviews. Questionnaires was employed as an appropriate research tools to get sensitive 

issues which respondents would otherwise feel uncomfortable to talk about in an interview. A 

pre-test survey also were done to evaluate the validity and reliability of the questionnaire. 

Questions that proved to be unclear to the respondents were modified, rephrased or discarded.  

Questionnaires were be designed in English but also have a chance to translate it into Amharic 

to ensure that respondents can understand what is required from them. Key informant 

interviews were conducted the interviewer to have a room to adjust questions as necessary, 

clarify and ensure the questions to be understood by them. It also can make possible for the 

researcher to take note of non-verbal clues from the respondents, for example, frowns and 

nervous tapping which can be used to determine the final result. 
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3.6 Questionnaire 

The questionnaires were used as a primary data source for qualitative and quantitative data 

gathering. It was designed to enable the researcher to obtain as detailed information as possible. 

The questionnaires were consists of both open-ended questions (qualitative data) where the 

questions provide a guideline for the respondent but it does not have to be followed strictly and 

closed-ended questions (quantitative data). 

The questionnaires that are used for this work to gather data from employees of Kadisco paint 

and adhesive industry Share Company are close-ended. The questionnaires were administered 

at the head office of Kadisco paint and adhesive industry Share Company and a total of 250 

questionnaire were circulated to the employees. These questionnaires were filled in by the 

respondent themselves with the help of the researcher in some cases.  

3.7 Data Analysis Methods 

Before processing the responses, the filled questionnaire by the respondents were edited for 

completeness and consistency. The date collected through interview and personal observation 

and focus group discussion was arranged meaningfully. After collecting the data, the data were 

analyzed using a descriptive data analysis technique which was presented by tables, frequency 

distributions and percentages to give a strong picture of the data. This was achieved through 

summary of simple statistics, which includes the mean, percentage and frequencies which are 

computed for each variable in this study.  

Quantitative data were collected, analyzed and interpreted in line with study objectives. The 

collected quantitative data were analyzed by using descriptive statistics to generate 

percentages, means, standard deviations and frequencies. The advantage of this package is that 

it can be used to analyze questionnaires with many questions including both closed ended and 

open-ended questions (Kothari, 1995).The researcher were collect qualitative data using semi-

structured questionnaire from the selected informants of Kadisco paint and adhesive industry 

Share Company employees and managements. The responses of informants were analyzed 

using the narrative method. Pearson correlation analysis is also employed to examine the 

relationship between employee performance (Dependent Variable) and independent variables.  

3.8 Data Validity and Reliability 

Validity is the most critical criterion and indicates the degree to which an instrument measures 

what it is supposed to measure (Kothari, 2004). In order to achieve validity, the researcher 
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ensures the measuring instrument provides adequate coverage of the topic by containing 

adequate representative sample of Kadisco paint and adhesive industry Share Company 

employees and managements. Numbers of different steps were taken to ensure the validity of 

the study. 

Reliability is defined as the quality of consistency or reliability of a study or measurement. 

Measuring instrument is reliable if it provides consistent results (Kothari, 2004). That means if 

the same or different researcher repeats the study it should produce more or less the same 

results. Finally, to make sure the reliability of this study, triangulation (using via survey) and 

Cronbach alpha test were employed.  

The Cronbach alpha coefficient is the most common method used for assessing the reliability 

of a measurement scale (Hayes & Bob, 1998). The coefficient, which reflects homogeneity 

among a set of items, varies from0 to 1. The literature regarding test and scale construction 

suggests that an acceptable level of reliability is a function of the intended use of the test results. 

Nunnally (1967) suggests that when a test or scale is used to make decisions about individuals, 

the reliability coefficients should be at least 0.90. However, it is impossible to achieve this 

number, especially assessing personality and feelings. Others are somewhat less conservative, 

suggesting that a reliability coefficient of 0.80 is acceptable for a test or scale that was used for 

making decisions about an individual (Batjelsmit, 1977). 

3.9 Ethical Consideration 

Before administering the questionnaire to the respondents, prior arrangement were made with 

the concerned body of Kadisco paint and adhesive industry Share Company on the date and 

the time to administer the questionnaire to the employees and management members. The 

purpose of the study was explained to the respondents and they were not be forced to give their 

response rather was allowed to participate voluntarily to the study.  

Explanations about the objective of the research was done before undertaking the research for 

clarity purpose on the direction of the study. Utmost confidentiality about the respondent’s 

response were assured by way of keeping all responses secure and using them only for 

academic purpose. Before embarking on the field research, permission was asked from the 

Head Office of Kadisco paint and adhesive industry Share Company. The researcher was 
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arranged a discussion with the concerned body of the company on how to execute the data 

collection for the intended research. 

CHAPTER FOUR 

4. RESULT AND DISCUSSION 

4.1 Introduction 

As stated in the title, this chapter presents, analyses, discusses, and interprets the results of the 

data presented below. The researcher prepared 250 questionnaires. The questionnaires were 

distributed through both google form and a print format. The print format was sent out 

physically whereas the google form was sent through the mobile application “Telegram”. Out 

of the distributed 250 questionnaire only 204 were collected. The sampling technique used to 

distribute the questionnaire was simple random technique.  

4.2 Reliability Test 

The internal reliability and consistency was assessed between groups and a total of 35 items by 

means of the Cronbach Alpha. Table 4.1 shows the Cronbach Alpha scores for each item. 

Cronbach's Alpha recorded scores for items by group and total were greater than the threshold 

value of 0.7, indicating that all questionnaire items were reliable as a group and overall. 

             Table 4.1: Reliability statistics                        

Items  Cronbach's Alpha No. of Items 

Transformational Leadership .745 12 

Transactional Leadership .845 9 

Laissez-faire Leadership .720 4 

Democratic leadership .700 6 

                        Source: Own survey, result, 2024                        

 

 



 

34 

 

4.3. Descriptive Analysis 

Descriptive data analysis aims to describe basic features of the data. Descriptive analysis is 

performed first to give the researcher an initial picture of the data obtained. Consequently, the 

data for every item on the questionnaire in this study are provided via the descriptive statistics 

measures mentioned below. 

4.2.1 Demographic characteristics of the respondents                           

The first part of the questionnaire consists of five items about the demographic information of 

the respondents. It covers the personal data of respondents, such as sex, age, education level, 

experience, and Current Position at Kadisco paint and adhesive industry Share Company. 

Table 4.2: Respondents background information          

Items  Frequency Percent 

Sex   Male  144 70.6 

Female  60 29.4 

Age 18-30           56 27.5 

31-40              88 43.1 

41-50           48 23.5 

Above 50     12 5.9 

 

Level of Education  

 

High school graduate           4 2.0 

Diploma graduate                                    24 11.8 

First Degree           124 60.8 

Master’s Degree         52 25.5 

Working Experience Less than 5 years        104 51.0 

5-10 years        44 21.6 

10 - 15 years      40 19.6 

15-20 years  12 5.9 

More than 20 years  4 2.0 

Current position 1-5 year         144 70.6 

 More than 6 years  60 29.4 

Source: Own survey, result, 2024                         
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The demographic data for gender shows that out of the 204 respondents, there were 144 males 

and 60 females. Table 4.2 shows item i male respondents formed the majority of the target 

population with a percentage of 70.6%, while female respondents were representing 29.4%. 

Hence, human resource aspect of Kadisco paint and adhesive industry Share Company shows 

that male domination is high and most leaders are in the hand of male. 

The sample population age distribution was clearly depicted in table 4.2 item ii which is largely 

dominated by respondents who are at the age of 31-40 years old covering 43.1%. The second 

highest group 27.5% fall underage categories of between 18 and 30. The remaining age groups 

also represented in the table i.e., between 41-50 years represents 23.5% while age group above 

50 covers 5.9%. Thus, young employees have the largest share compared with others and 

expected from them to easily understand about leadership type and employee performance. It 

can be conclude that most leader of the company are young employees.  

With regards to educational level of the respondents in table 4.2 item iii shows that, respondents 

hold a range of educational qualifications from high school graduate and below to master’s 

degree. The majority or more than half of the sample group is first degree holders which 

accounted 60.8% followed by Master’s degree holder, Diploma graduate and high school 

graduate 25.5%, 11.8%, and 4%, respectively. From the above result it can be expected that 

the majority of employees are educated and expected to have understanding the impact and 

effect of leadership type and employee performance.     

Regarding the working experience of the employees at Kadisco paint and adhesive industry 

Share Company, table 4.2 item IV shows that 51.0% have Less than 5 years’ work experience 

in Kadisco paint and adhesive industry Share Company. While 21.6% have working experience 

with the range of 5 to 10 years. The remaining respondents have 10 to 15 years, 15 to 20 years 

and more than 20 years’ work experience at Kadisco paint and adhesive industry Share 

Company with the share of 19.6%, 5.9%, and 2.0%, respectively. So, it can be understood that 

most of the employees have much experience in Kadisco paint and adhesive industry Share 

Company and expected from them to know the goal of the organization including the 

performance and expectation of the organization about leadership type and employee 

performance.     
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On the other hand, table 4.2 item v also shows that years of the current position of employees, 

based on their responses shows that 43.1% are working in the current position for the last 3 

years. While 29.4% are in the current position for the last more than 6 years, 17.6% are working 

less than 1 year, and 9.8% are working for the last 3-5 years. Hence, the highest number of 

employees are working on the current position for the last 3 years. 

4.4 Descriptive Statistics 

Table 4.3 shows that the level of influence on employee performance and the extent to which 

leadership styles are exhibited by the managers based on the mean value. Descriptive statistic 

test was conducted on four independent variables of transformational, transactional, laissez-

faire and participative leadership styles on dependent variable of employee performance. The 

level of influence based on the range of mean value according to Hong et al., (2013) is: low 

influence-1.0 to 2.32, medium influence- 2.33 - 3.65 and high influence- 3.66 – 5.00. 

Furthermore, Mcleod (2019) states that the range of interpreting the Likert scale mean score 

was given as follows: 1.0-2.4(Negative attitude), 2.5-3.4 (Neutral attitude), and 3.5-5.0 

(Positive attitude). Hence, both authors have no big difference on their mean range.   

Table 4.3: Descriptive statistics for variables  

Variables  N Minimum Maximum Mean Std. Deviation 

Transformational 

Leadership 
204 1 4 2.74 .603 

Transactional Leadership 204 1 4 2.93 .865 

Laissez-faire Leadership 204 1 5 2.67 .845 

Democratic leadership 204 1 5 2.63 .830 

Employee Performance 204 1 4 2.79 .773 

Grand mean 204   2.75 .783 

[[  

     

 

With reference to table 4.3, transactional leadership have the highest mean value of 2.93 (SD= 

0.865) as compared to transformational, laissez-faire, and democratic leadership style. This 

indicates that transactional leadership is the most exhibited leadership style among the 

supervisors/managers working at Kadisco paint and adhesive industry Share Company. 

Transformational leadership style is the most preferable style for Kadisco paint and adhesive 

industry Share Company. However, the respondents agreed that transactional leadership style 

is practiced in Kadisco paint and adhesive industry Share Company. Transformational 
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leadership style has the second highest mean of 2.74 (SD= 0.603), followed by laissez-faire 

leadership style at a mean of 2.67 with a standard deviation of 0.845. This indicates that laissez-

faire and democratic leadership style is the third and fourth most practiced leadership style in 

Kadisco paint and adhesive industry Share Company as well as influential leadership style on 

employee performance with mean value of 2.67 and 2.63, respectively. All the leadership styles 

have a medium influence on employee performance. This was investigated further with 

correlation analysis to determine if there is a positive or negative relationship between 

leadership styles and employee performance and regression analysis to determine if independent 

variables predict significant variance in dependent variable. 

Moreover, the grand mean result shows that there is medium influence with the value of 2.75. 

Besides, the standard deviation in table 4.3 shows that Transformational Leadership has 

moderate effect. While, the remaining variables such as transactional leadership, laissez-faire 

leadership, democratic leadership, and employee performance has high effect. 

 

4.4.1 Transformation Leadership 

Table 4.4: Descriptive Statistics for Transformation Leadership    

Transformation 

Leadership Dimensions  
N Minimum Maximum Mean Std. Deviation 

Idealized Influence 204 1 4 2.83 .670 

Inspiration motivation 204 1 5 3.09 .828 

Intellectual Stimulation 204 1 4 2.65 .782 

Individual Consideration 204 1 4 2.53 .944 

Grand  Mean 204   2.77 .806                     

 

As indicated in the table 4.4 all the dimensions of transformational leadership style have a 

medium influence on employee performance. Inspirational motivation is the most exhibited 

dimension of transformational leadership with the highest mean value of 3.09 (SD=0.828). This 

also indicates that inspirational motivation is the most influential factor of transformational 

leadership on employee performance. With a mean value of 2.53 and standard deviation of 

0.944, individual consideration is the least practiced dimension of transformational leadership 

and is the least influential factor of transformational leadership on employee performance.  

Furthermore, the grand mean result of transformational leadership shows that there is medium 
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influence with the value of 2.77. Besides, the standard deviation in table 4.4 shows that among 

items under transformational leadership idealized influence has moderate effect. Although, 

inspiration motivation, intellectual stimulation, individual consideration has high effect. 

Moreover, respondents gave low agreement for item number three such as supervisor acts in 

ways that builds my respect inspirational motivation. While on the remaining items they have 

moderate level agreement such as supervisor instill pride in me for being associated with 

him/her, supervisor goes beyond self-interest for the good of the group, supervisor talks 

optimistically about the future, Supervisor talks enthusiastically about what needs to be 

accomplished, supervisor expresses confidence that goals will be achieved, supervisor seeks 

differing perspectives when solving problems, supervisor gets me to look at problems from 

many different angles, supervisor suggests new ways of looking at how to complete tasks, 

supervisor spends time teaching and coaching, supervisor considers me as having different 

needs, abilities, and aspirations from others, and supervisor helps me to develop my strengths.  

Hence, there are effects in each dimensions of transformational leadership. The major gaps 

based on the finding of the result on transformational leadership style in Kadisco paint and 

adhesive industry Share Company are supervisor acts in ways that builds my respect 

inspirational motivation.  

4.4.2 Transactional Leadership          

Table 4.5: Descriptive Statistics for Transactional Leadership          

Transactional Leadership 

dimensions  

N Minimum Maximum Mean Std. Deviation 

Contingent Reward 204 1 5 3.14 1.101 

Management by Exception 

(Active) 
204 1 5 3.00 .870 

Management by Exception 

(Passive) 
204 1 5 2.73 .900 

Grand  Mean 204   2.95 .957 

 

Based on the table 4.5, all the dimensions of transactional leadership style have a medium 

influence on employee performance. Contingent reward has the highest mean value of 3.14 

(SD=1.101), indicating that it is the most exhibited factor of transactional leadership. While 
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management by exception (active) has medium mean value of 3.00 (SD=0.870), indicating that 

one of exhibited factor of transactional leadership. Management by exception (passive) is the 

least practiced factor of transactional leadership with a mean value of 2.73 (SD=0.900). 

Additionally, the grand mean result of transactional leadership shows that there is medium 

influence with the value of 2.95. Besides, the standard deviation in table 4.5 shows that among 

items under transactional leadership such as contingent reward, management by exception 

(active) and management by exception (passive) has high effect. 

Moreover, respondents gave medium agreement for item under transactional leadership 

dimensions such as supervisor provides me with assistance in exchange for my efforts, 

supervisor makes clear what one can expect to receive when performance goals are achieved, 

supervisor express satisfaction when I meet expectation, supervisor focuses attention on 

irregularities, mistakes, exceptions, and deviations from standards, supervisor concentrates 

his/her full attention on dealing with mistakes, complaints, and failures, supervisor keeps track 

of all mistakes, supervisor fails to interfere until problems become serious, supervisor waits 

for things to go wrong before acting, and supervisor Shows that he/she is a firm believer in "If 

it isn’t broke, don't fix it." 

Therefore, there are effects in each dimensions of transactional leadership. The major gaps 

based on the finding of the result shows that on transactional leadership style in Kadisco paint 

and adhesive industry Share Company are supervisor provides assistance in exchange for 

efforts, supervisor makes clear what one can expect to receive when performance goals are 

achieved, supervisor express satisfaction when I meet expectation, supervisor focuses attention 

on irregularities, mistakes, exceptions, and deviations from standards.  

4.4.3 Laissez-faire Leadership 

Table 4.6: Descriptive Statistics for Laissez-faire Leadership 

Items  
N Minimum Maximum Mean Std. Deviation 

LF1 204 1 5 2.91 1.171 

LF2 204 1 5 2.90 1.140 

LF3 204 1 5 2.38 1.069 

LF4 204 1 5 2.62 1.179 

Grand  Mean 204   2.70 1.139 
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As stated on table 4.6 all items under laissez-faire leadership such as supervisor avoids getting 

involved when important issues, supervisor is absent when needed, supervisor avoids making 

decisions, and supervisor delays responding to urgent questions has medium effect on 

employee performance has medium influence on employee performance with the mean value 

of 2.91, 2.90, 2.38, and 2.62, respectively.   

Also, the grand mean result laissez-faire leadership shows that there is medium influence with 

the value of 2.70. Besides, the standard deviation in table 4.6 shows that among items under 

laissez-faire leadership such as supervisor avoids getting involved when important issues, 

supervisor is absent when needed, supervisor avoids making decisions, and supervisor delays 

responding to urgent questions has high effect. 

Hence, my supervisor avoids getting involved when important issues arise is the most exhibited 

factor of laissez-faire leadership style and has the highest influence on employee performance 

compared to other factors. This implies that the main assumption of laissez-faire leadership 

style where laissez-faire leaders avoid decision making and not actively involved in problem 

solving. 

4.4.4 Democratic Leadership 

Table 4.7: Descriptive Statistics for Democratic Leadership 

Items  N Minimum Maximum Mean Std. Deviation 

DL1 204 1 5 2.56 1.074 

DL2 204 1 5 2.43 1.017 

DL3 204 1 5 2.95 1.215 

DL4 204 1 5 2.19 .986 

DL5 204 1 5 2.69 1.178 

DL6 204 1 5 3.08 1.131 

Grand  Mean 204   2.65 1.100 

 

As stated on table 4.7 supervisor asks team members for their vision of where they see their 

jobs going and then uses their vision where appropriate has low effect on employee 

performance with the mean value of 2.19. While on the remaining items such as supervisor and 

team members always vote whenever a major decision must be made, supervisor wants to 

create an environment where team members are allowed to participate in the decision-making 
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process, supervisor allows team members to determine what needs to be done and how to do 

it, there are differences in role expectation, my supervisor works with employees to resolve the 

differences, and team members have the right to determine their own organizational objectives 

has medium effect on employee performance with the mean value of 2.56, 2.43, 2.95, 2.69, and 

3.08, respectively.   

In addition, the grand mean result democratic leadership shows that there is medium influence 

with the value of 2.65. Besides, the standard deviation in table 4.7 shows that among items 

under democratic leadership such as supervisor and team members always vote whenever a 

major decision must be made, supervisor wants to create an environment where team members 

are allowed to participate in the decision-making process, supervisor allows team members to 

determine what needs to be done and how to do it, supervisor asks team members for their 

vision of where they see their jobs going and then uses their vision where appropriate, there are 

differences in role expectation, my supervisor works with employees to resolve the differences, 

and team members have the right to determine their own organizational objectives has high 

effect. 

The main assumption of democratic leadership style where in democratic leadership team 

members have the right to determine their own organizational objectives. Besides, under 

democratic variables items needs attention are supervisor and team members always vote 

whenever a major decision must be made, supervisor wants to create an environment where 

team members are allowed to participate in the decision-making process, and there are 

differences in role expectation, my supervisor works with employees to resolve the differences. 
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4.4.5 Employee Performance  

The performance of employees within the organization measured in terms of timeliness, quality 

of work, quantity of work, need for supervision, and interpersonal impact.  

Table 4.8: Descriptive Statistics for Employee Performance  

 N Minimum Maximum Mean Std. Deviation 

EP1 204 1 5 2.57 1.022 

EP2 204 1 5 2.48 .939 

EP3 204 1 5 2.80 1.089 

EP4 204 1 5 2.89 1.152 

EP5 204 1 5 3.22 1.025 

Grand  Mean 204   2.79 1.045 

 

As stated on table 4.8 all items under employee performance respondents moderately agreed 

on the following items such as consider the degree to which an activity is completed, or a result 

produced, at the earliest time, consider neatness, accuracy and dependability of results 

regardless of volume, consider the volume of work produced under normal conditions 

disregarding errors, consider the degree to which you carry out a job function without 

supervisory intervention, and consider the degree to which you promote feelings of self- 

esteem, goodwill and cooperativeness among co- workers and leaders with the mean value of 

2.57, 2.48, 2.80, 2.89 and 3.22, respectively.   

Moreover, the grand mean result democratic leadership shows that there is medium influence 

with the value of 2.79. Besides, the standard deviation in table 4.8 shows that among items 

under employee performance such as timeliness, quality of work, quantity of work, need for 

supervision, and interpersonal impact has high effect. 

Hence, Kadisco paint and adhesive industry Share Company should work on the degree to 

which an activity is completed, or a result produced, at the earliest time, consider neatness, 

accuracy and dependability of results regardless of volume, consider the volume of work 

produced under normal conditions disregarding errors, consider the degree to which you carry 

out a job function without supervisory intervention, and consider the degree to which you 

promote feelings of self- esteem, goodwill and cooperativeness among co- workers and leaders.  
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Regarding to employee performance, the issues need attention by Kadisco paint and adhesive 

industry Share Company are the degree to which an activity is completed or a result produced 

at the earliest time, neatness or accuracy and dependability of results regardless of volume, 

volume of work produced under normal conditions disregarding errors, the degree to which 

carry out a job function without supervisory intervention, and the degree to which promote 

feelings of self- esteem, goodwill and cooperativeness among co- workers and leaders. 

4.5 Regression analysis 

4.5.1 Correlation analysis                                  

Correlation is a word which describes the statistical measure of association or the relationship 

between two phenomena or continuous variables in terms of how strong the Relationship is 

and in what direction the relationship goes Abdulhakim (2020). According to Field (2009), 

correlation is a very useful means to summarize the relationship between two variables with a 

single number that falls between r = +1.00, a perfect positive (direct) relationship, 50 and r = -

1.00, a perfect negative (inverse) relationship. 

Table 4.10: Correlation result 

 Employee 

Performance 

Transformational 

Leadership 

Transactional 

Leadership 

Laissez-faire 

Leadership 

Democratic 

leadership 

Employee 

Performance 

Pearson Correlation 1 .612** .736** -.014 .540** 

Sig. (2-tailed)  .000 .000 .848 .000 

N 204 204 204 204 204 

Transformational 

Leadership 

Pearson Correlation .612** 1 .473** .041 .442** 

Sig. (2-tailed) .000  .000 .558 .000 

N 204 204 204 204 204 

Transactional 

Leadership 

Pearson Correlation .736** .473** 1 .034 .463** 

Sig. (2-tailed) .000 .000  .627 .000 

N 204 204 204 204 204 

Laissez-faire 

Leadership 

Pearson Correlation -.014 .041 .034 1 .014 

Sig. (2-tailed) .848 .558 .627  .839 

N 204 204 204 204 204 

Democratic 

leadership 

Pearson Correlation .540** .442** .463** .014 1 

Sig. (2-tailed) .000 .000 .000 .839  

N 204 204 204 204 204 

**. Correlation is significant at the 0.01 level (2-tailed). 
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The correlation analysis table 10 above indicates that transformational leadership, transactional 

leadership, and democratic leadership has a strong positive and significant relationship with 

employee performance with the correlation value of 0.612, 0.736, and 0.540, respectively. And 

a significant value of 0.000 less than 0.05 (P<0.05). However, laissez-faire leadership style has 

a correlation value of -0.014 and a significance value of 0.848 higher than 0.05, indicating that 

it has a negative relationship with employee performance. 

Among these five leadership style, transactional leadership has the highest positive and 

significant relationship with employee performance while, laissez faire leadership style has the 

weakest relationship. This finding is similar to the most exhibited and least displayed 

leadership style by the supervisors/managers in Kadisco paint and adhesive industry Share 

Company. Kadisco paint and adhesive industry Share Company found in descriptive statistic 

table 4.3 above. Multiple regression analysis was conducted to investigate and determine the 

leadership styles that predicts significant variance in performance of employees.  

4.5.2 Regression model diagnostics result                      

The basic assumptions should be satisfied to maintain data validity and robustness of the 

regressed result of the research under the multiple regression models Beza (2021). Therefore, 

this study conducted the below assumption tests.   

4.5.2.1 Normality test 

One critical assumption of the linear regression model is that the residuals must be normally 

distributed. Verifying the normality of the residuals of the estimated model is therefore 

essential. The distribution of these residuals is depicted in the figures below. Test for normality, 

its determining whether the data is well modeled by normal distribution or not. This normal 

distribution test could be checked using graphical methods (histograms and dot plots). 

According to the Decision Rule Normality a histogram of the residuals should ideally show a 

bell-shaped curve, indicating a normal distribution. In the Meantime, Normal Probability Plot 

(NPP) should display a roughly straight line, indicating that the residuals are distributed 

normally. If the points closely follow a diagonal line that spans from the bottom left to the top 

right of the plot, this confirms the assumption of normality Gujarati (2004). 
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As per the value in skewness and Kurtosis indicates that the questionnaire was within the 

acceptable range of -1 and +1 (appendix III. Therefore, the data is considered as normal 

and further to reliability test is conducted. 

  4.5.2.2 Linearity test 

The below presented the scatter plot of the residuals approximately lie on the linear line. 

Moreover, normal Probability plot of residuals is also approximately linear supporting the 

condition that the error terms are normally distributed and it suggests that the relationship that 

are predicted in the result is linear. As mentioned above In the Normal P-P Plot the points will 

lie in a reasonably straight diagonal line from bottom left to top right. This would imply no 

significant deviations from normalcy.  Therefore, based on the p-plot graph in the diagram the 

variables are normally distributed.  
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As it depicted from the above figure, the shape of the histogram follows the shape of the normal 

curve fairly well. As the result, we can conclude that the residuals are normally distributed and 

the model is appropriate (Figure 4.2). 

4.5.2.3 Multicollinearity test 

After the normality test in the regression model, it is important to conduct multicollinearity 

test. Widely used technique for identifying multicollinearity is calculating variance inflation 

factor (VIF) between all independent variables. When an independent variable has a strong 

linear relationship with other independent variables, the associated VIF is large and is evidence 

of multicollinearity (Shieh, 2010).  

   Table 4.11: Multicollinearity test result 

Model Collinearity Statistics 

Tolerance VIF 

1 

Transformational Leadership .671 1.489 

Transactional Leadership .614 1.629 

Laissez-faire Leadership .996 1.005 

Democratic leadership .696 1.437 

a. Dependent Variable: Employee Performance 
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Based on the above Table 4.11 output, collinearity statistics of VIF, obtained is between 1.200 

and 2.541, meaning that the VIF value obtained is below 10 and above 1, therefore it can be 

concluded that there is no Multicollinearity Problem. 

4.5.2.4 Autocorrelation test 

After the multicollinearity test is completed, it is important to examine whether there was a 

correlation between residuals by way of autocorrelation test. Regression analysis uses 

uncorrelated error/residual terms for any two or more observations Kothari (2004). This 

assumption is tested for each regression procedure with the Durbin-Watson test, which test for 

correlation between variables residuals Lidiya (2020). Durbin Watson statistics tests for 

autocorrelation value ranges from 0 to 4 and as a rule of thumb, the value should be between 

1.5 and 2.5 to indicate independent of observations Garson, G. and David (2010). 

Table 4.12: Autocorrelation test result 

Model Summary 

Model Durbin-Watson 

1 1.839a 

a. Predictors: (Constant),  Laissez-faire Leadership, Democratic leadership, Transformational Leadership, 

Transactional Leadership 

b. Dependent Variable: Employee Performance 

 

Therefore, as shown from Table 4.12 the Durbin Watson value 1.839 reveals that there is no 

autocorrelation problem and implies that independent of observation and the model is adequate. 

4.5.3 Multiple regression result 

4.5.3.1 Model summary 

In addition to the above factor analysis, Regression model summary is one output of multiple 

regression analysis that measures the amount of total variation on dependent variable due to 

independent variable. This table provides the R, R2, adjusted R2 and the standard error of the 

estimate which can be used to determine how well a regression model fits the data 

(AbulhakimEndis, 2002).  
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The adjusted coefficient of determination (R2) shows that the five factors explained 

approximately 66.4 % of the variation in employee performance. This also indicates that the 

model is appropriate. 

Table 4.13: Model summary results 

Model R R 

Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

Change Statistics 

R Square 

Change 

F 

Change 

df1 df2 Sig. F Change 

1 .815a .664 .656 .454 .664 78.392 5 198 .000 

a. Predictors: (Constant),  Laissez-faire Leadership, Democratic leadership, Transformational Leadership, 

Transactional Leadership 

As per table 13, 66.4% changes in employee performance among employees in Kadisco paint 

and adhesive industry Share Company can be explained by these five leadership styles. It can 

be conclude that R square value is 0.664 which indicates that 66.4% of the variation in 

employee performance can be explained by laissez-faire leadership, democratic leadership, 

transformational leadership, transactional leadership styles. However, R-squared increases 

with increasing variables, even though if the variables have no association with the dependent 

variable (Mangiafico, 2016). Therefore, Adjusted R square is used to predict the variance as it 

is to do with variance when allowing for error (Mangiafico, 2016). Adjusted R square value is 

0.656 which implies that 66.5% of the variation in employee performance can be explained by 

laissez-faire leadership, democratic leadership, transformational leadership, transactional 

leadership styles which is a medium size effect according to Cohen’s 1988 classifications for 

multiple regression. Further analysis will be done on coefficients where the range of alpha 

value is 0.05 is used to determine the significance between dependent and independent 

variables. 

4.5.3.2 ANOVA result               

An analysis of variance (ANOVA) was performed to ensure that the regression model was 

well-fitted. If the F ratio is large and probability is less than 0.05 then it is termed statistically 

significant (Saunders, 2012). The ANOVA table below, demonstrations the overall model 

significance, and this board help us to make sure the above model (on model summary table) 

is statistically significant predictor of the outcome i.e. employee performance. 
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Table 4.14: ANOVA summary results 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 80.625 5 16.125 78.392 .000b 

Residual 40.728 198 .206   

Total 121.353 203    

a. Dependent Variable: Employee Performance 

b. Predictors: (Constant),  Laissez-faire Leadership, Democratic leadership, Transformational 

Leadership, Transactional Leadership 

 

The F value of 78.392 and significant value of 0.000 (p<0.01) in table 14, indicates that this 

model is significant. 

4.5.3.3   Multiple Regression Coefficient  

Multiple regression models show the relationship between a dependent variable and a 

collection of independent variables. According to IBM SPSS Manual multiple linear 

regressions is used to model the value of a dependent scale variable based on its linear 

relationship or “straight line” relationship to one or more predictors”. 

Table 4.15: Model Coefficients Estimation Results 

Model Unstandardized Coefficients Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 

(Constant) .075 .184  .407 .684 

Transformational Leadership .338 .064 .264 5.246 .000 

Transactional Leadership .426 .047 .477 9.073 .000 

Laissez-faire Leadership -.037 .038 -.041 -.993 .322 

Democratic leadership .139 .046 .149 3.014 .003 

a. Dependent Variable: Employee Performance 

Model coefficients estimation result shows that transactional leadership style is higher with 

coefficient value of 0.426 followed by transformational leadership style (0.338), and 

democratic leadership (0.139). 

As stated in table 4.15, the transformational leadership style has beta coefficient value of 0.338 

with a significant value of 0.000 (lower than 0.05), thus transformational leadership predicts 
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significant variance in employee performance as a positive beta coefficient value represents a 

positive variance and a p level lower than significance value of 0.05 indicates a significant 

variance. This means that one unit increase in transformational leadership predicts 0.338 

(33.8%) increase in perceived performance of employee in Kadisco paint and adhesive industry 

Share Company. 

Regarding transactional leadership style has unstandardized beta coefficient value of 0.426 

with a significant value of 0.000 (lower than 0.05), thus transactional leadership predicts 

significant variance in employee performance as a positive beta coefficient value represents a 

positive variance and a p level lower than significance value of 0.05 indicates a significant 

variance. This means that one unit increase in transactional leadership predicts 0.426 (42.6%) 

increase in perceived performance of employee in Kadisco paint and adhesive industry Share 

Company. 

With regard to democratic leadership style, its beta coefficient value is 0.139 with a significant 

value of 0.003 (lower than 0.05), thus democratic leadership predicts significant variance in 

employee performance as a positive beta coefficient value represents a positive variance and a 

p level lower than significance value of 0.05 indicates a significant variance. This means that 

one unit increase in democratic leadership predicts 0.139 (13.9%) increase in perceived 

performance of employee in Kadisco paint and adhesive industry Share Company. 

However, laissez-faire leadership style has beta value of -0.037 with an insignificant value of 

0.332 (higher than 0.05), indicating that it predicts a negative and insignificant variance on 

employee performance. This implies that one unit increase in laissez-faire leadership predicts 

0.037 (3.7%) decrease in perceived performance of employee in Kadisco paint and adhesive 

industry Share Company. 
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Table 16: Summary of Hypotheses Result 

Type  Hypothesis  Result  

H1 The Transactional leadership style affects employee performance in 

Kadisco paint and adhesive industry Share Company. 

Accepted  

H2 The Transformational leadership style affects employee performance 

in Kadisco paint and adhesive industry Share Company.  

Accepted  

H3 The laissez-faire leadership style affects employee performance in 

Kadisco paint and adhesive industry Share Company. 

Accepted  

H4 The democratic leadership style affects employee performance in 

Kadisco paint and adhesive industry Share Company. 

Accepted  

 

In the hypothesis of the study (H1): Transactional leadership has a positive effect on employee 

performance in Kadisco paint and adhesive industry Share Company. Based on the regression 

result stated above, transactional leadership has positive effect on the employee performance 

and it has statistically significant to predict the dependent variable and this lead us to accept 

the hypothesis stated in chapter two. As previously described in the empirical literatures 

transformational leadership had positive effect on employee performance and this result of this 

study coincides with the result of most researchers.  

In the hypothesis of the study (H2): Transformational leadership has a positive effect on 

employee performance in Kadisco paint and adhesive industry Share Company. Based on the 

regression result stated above, transformational leadership has positive effect on the employee 

performance and it has statistically significant to predict the dependent variable and this lead 

us to accept the hypothesis stated in chapter two. As previously described in the empirical 

literatures transformational leadership had positive effect on employee performance and this 

result of this study coincides with the result of most researchers. 

In the hypothesis of the study (H3): laissez-faire leadership has a positive effect on employee 

performance in Kadisco paint and adhesive industry Share Company. Based on the regression 

result stated above, laissez-faire leadership has negative effect on the employee performance 

and it has statistically insignificant to predict the dependent variable and this lead us to accept 

the hypothesis stated in chapter two. As previously described in the empirical literatures 
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laissez-faire leadership had negative effect on employee performance and this result of this 

study coincides with the result of most researchers. 

In the hypothesis of the study (H4): democratic leadership has a positive effect on employee 

performance in Kadisco paint and adhesive industry Share Company. Based on the regression 

result stated above, democratic leadership has positive effect on the employee performance and 

it has statistically significant to predict the dependent variable and this lead us to accept the 

hypothesis stated in chapter two. As previously described in the empirical literatures 

democratic leadership had positive effect on employee performance and this result of this study 

coincides with the result of most researchers. 

Overall based on the mean score, correlation and regressions results transactional leadership 

style is dominant highly correlated and has more effect on employee performance at Kadisco 

paint and adhesive industry Share Company. 

4.6 Interview Analysis  

1. What is role of leaders and employee to achieve organizational mission, vision and 

goals of your organization Kadisco paint and adhesive industry Share Company? 

As the interviewee stated that the roles of leaders in Kadisco paint and adhesive industry Share 

Company are crucial in achieving an organization's mission, vision, and goals. According to 

their responses their role are clearly articulating the organization's mission and vision. They 

also ensure that all employees understand these concepts and how their work contributes to 

them. Leaders develop strategic plans that align with the mission and vision. They set 

measurable goals and objectives to guide the organization. Furthermore, they shape the 

organizational culture, promoting values that support the mission and vision. They foster an 

environment of trust, collaboration, and innovation. 

2. How do the leaders in Kadisco paint and adhesive industry Share Company motivate 

or initiate employee for enhancing employee and organizational performance? 

Leaders motivate and initiate employees to enhance both individual and organizational 

performance through various strategies. Some effective methods that leaders often employ: 
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 Setting Clear Objectives: Leaders articulate specific, measurable, achievable, relevant, 

and time-bound (SMART) goals to provide direction. 

 Regular Updates: Keeping employees informed about organizational goals and changes 

fosters transparency and alignment. 

 Acknowledgment of Achievements: Recognizing individual and team 

accomplishments boosts morale and encourages continued effort. 

 Incentive Programs: Implementing reward systems, such as bonuses, promotions, or 

non-monetary rewards (like extra time off), can motivate employees to excel. 

Henceforth, leaders significantly influence employee performance by setting expectations, 

providing resources, fostering a positive environment, and motivating their teams to achieve 

goals, ultimately impacting productivity and engagement.  

3. Which leadership style is practiced in in Kadisco paint and adhesive industry Share 

Company? 

According to the interview, they replied that the leader and my observation, leaders in Kadisco 

paint and adhesive industry Share Company especially middle and low level leaders; behave 

authoritatively and transactional leadership because many times they retain the decision 

authority, ignore employee well-being and emphasis more on task than people. These leaders 

exercise almost absolute power and one side communication style. On the other hand, 

democratic and transformational leadership styles are the least practiced in this organization.  

4. Does Kadisco paint and adhesive industry Share Company give chance for employees 

to be a leader? 

According to the interviewee, Kadisco paint and adhesive industry Share Company has a 

system to give chance for employees to be a leader. But the time to be a leader takes long. This 

will affect employees to be stay in the organization for long period of time.  

5. What is the appropriate leadership style that will improve employee performance in 

Kadisco paint and adhesive industry Share Company? 

To improve employee performance, a democratic and transformational leadership style that 

fosters a positive and engaging work environment, encourages innovation, and empowers 

employees, is most appropriate. Both of them enables  
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 inspire and motivate their teams to achieve their full potential, fostering a sense of 

purpose and engagement 

 delegating tasks and encouraging independent decision-making, which boosts morale 

and creativity  

 Encourage critical thinking, problem-solving, and innovation, leading to better 

outcomes.  

 fostering a culture of trust and respect, transformational leaders create a positive and 

supportive work environment 

Hence, the appropriate leadership style that will improve employee performance in Kadisco 

paint and adhesive industry Share Company are democratic and transformational leadership.  

4.7 Discussion of the Major Findings  

Effective leadership styles, particularly transformational and transactional approaches, 

significantly enhance employee performance by fostering motivation, engagement, and job 

satisfaction. However, in addressing the issue of leadership styles plays crucial role and can 

bring huge change in employee performance. 

Regarding transformational leadership, the finding of the study also shows that most of 

respondents were gave low agreement for item number three such as supervisor acts in ways 

that builds my respect inspirational motivation. While on the remaining items they have 

moderate level agreement such as supervisor instill pride in me for being associated with 

him/her, supervisor goes beyond self-interest for the good of the group, supervisor talks 

optimistically about the future, Supervisor talks enthusiastically about what needs to be 

accomplished, supervisor expresses confidence that goals will be achieved, supervisor seeks 

differing perspectives when solving problems, supervisor gets me to look at problems from 

many different angles, supervisor suggests new ways of looking at how to complete tasks, 

supervisor spends time teaching and coaching, supervisor considers me as having different 

needs, abilities, and aspirations from others, and supervisor helps me to develop my strengths. 

Hence, there are effects in each dimensions of transformational leadership. The major gaps 

based on the finding of the result on transformational leadership style in Kadisco paint and 

adhesive industry Share Company are supervisor acts in ways that builds my respect 

inspirational motivation.  
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Moreover, respondents gave medium agreement for item under transactional leadership 

dimensions such as supervisor provides me with assistance in exchange for my efforts, 

supervisor makes clear what one can expect to receive when performance goals are achieved, 

supervisor express satisfaction when I meet expectation, supervisor focuses attention on 

irregularities, mistakes, exceptions, and deviations from standards, supervisor concentrates 

his/her full attention on dealing with mistakes, complaints, and failures, supervisor keeps track 

of all mistakes, supervisor fails to interfere until problems become serious, supervisor waits 

for things to go wrong before acting, and supervisor Shows that he/she is a firm believer in "If 

it isn’t broke, don't fix it." 

With regard to the grand mean result laissez-faire leadership shows that there is medium level 

agreement my supervisor avoids getting involved when important issues arise is the most 

exhibited factor of laissez-faire leadership style and has the highest influence on employee 

performance compared to other factors. This implies that the main assumption of laissez-faire 

leadership style where laissez-faire leaders avoid decision making and not actively involved in 

problem solving. 

Furthermore, the grand mean result democratic leadership shows that there is medium 

agreement for supervisor and team members always vote whenever a major decision must be 

made, supervisor wants to create an environment where team members are allowed to 

participate in the decision-making process, and there are differences in role expectation, my 

supervisor works with employees to resolve the differences. 

Finally, employee performance result shows that there is medium level agreement for the 

degree to which an activity is completed, or a result produced, at the earliest time, consider 

neatness, accuracy and dependability of results regardless of volume, consider the volume of 

work produced under normal conditions disregarding errors, consider the degree to which you 

carry out a job function without supervisory intervention, and consider the degree to which you 

promote feelings of self- esteem, goodwill and cooperativeness among co- workers and leaders.  
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CHAPTER FIVE 

5. SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

5.1 Summary  

In this chapter, the research findings regarding the impacts of leadership styles on improving 

the employee’s performance at Kadisco paint and adhesive industry Share Company are 

summarized. The study identified key factors that significantly impact employee’s 

performance within the organization. Based on the objectives and findings of the study, the 

following conclusion were drawn.  

Regarding the demographic issues male respondents formed the majority of the target 

population with a percentage of 70.6%, while female respondents were representing 29.4%. 

The sample population age distribution was clearly depicted that age of 31-40 years old 

covering 43.1%. More than half of the sample group is first degree holders which accounted 

60.8% followed by Master’s degree holder, Diploma graduate and high school graduate 25.5%, 

11.8%, and 4%, respectively. 

Regarding the variables, the result of transactional leadership have the highest mean value of 

2.93 (SD= 0.865) as compared with transformational, laissez-faire, and democratic leadership 

style. This indicates that transactional leadership is the most exhibited leadership style among 

the supervisors/managers working at Kadisco paint and adhesive industry Share Company. 

This also shows that transactional leadership is the most influential leadership style with 

medium influence on employee performance than other independent variables. 

Transformational leadership style has the second highest mean of 2.74 (SD= 0.603), followed 

by laissez-faire leadership style at a mean of 2.67 with a standard deviation of 0.845. This 

indicates that laissez-faire and democratic leadership style is the third and fourth most practiced 

leadership style in Kadisco paint and adhesive industry Share Company as well as influential 

leadership style on employee performance with mean value of 2.67 and 2.63, respectively.  

The correlation analysis indicates that transformational leadership, transactional leadership, 

and democratic leadership has a strong positive and significant relationship with employee 

performance with the correlation value of 0.612, 0.736, 0.540, and 0.572, respectively. And a 
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significant value of 0.000 less than 0.05 (P<0.05). However, laissez-faire leadership style has 

a correlation value of -0.014 and a significance value of 0.848 higher than 0.05, indicating that 

it has a negative relationship with employee performance. 

Finally, Model coefficients estimation result shows that transactional leadership style is higher 

with coefficient value of 0.426 followed by transformational leadership style (0.338), and 

democratic leadership (0.139). 

5.2 Conclusion  

Based on the major findings of the study, the following conclusions were drawn:  

 Transactional leadership has the largest mean score, strongly correlated with employee 

performance, more changes of employee performance are due to transactional and it 

can predict more employee performance than others, has positive effect and statistically 

significant. Comparatively transactional leadership style was the most frequently used 

in the findings and has positive effect on employee performance. The major gaps based 

on the finding of the result shows that on transactional leadership style in Kadisco paint 

and adhesive industry Share Company are supervisor provides assistance in exchange 

for efforts, supervisor makes clear what one can expect to receive when performance 

goals are achieved, supervisor express satisfaction when employees meet expectation, 

supervisor focuses attention on irregularities, mistakes, exceptions, and deviations from 

standards.  

 Transformational leadership style has the second largest mean score next to 

transformational leadership, has strong relationship with employee performance, can 

explain and predict employee performance. It can be concluded that transformational 

leadership has positive effect on employee performance in Kadisco paint and adhesive 

industry Share Company. So, it can be concluded that the major gaps based on the 

finding of the result on transformational leadership style in Kadisco paint and adhesive 

industry Share Company are supervisor acts in ways that builds my respect inspirational 

motivation.  

 Democratic leadership style has the third largest mean score next to democratic 

leadership, has strong relationship with employee performance, can explain and predict 



 

58 

 

employee performance. It can be concluded that democratic leadership has positive 

effect on employee performance in Kadisco paint and adhesive industry Share 

Company. So, it can be concluded that the major issues need needs attention are 

supervisor and team members always vote whenever a major decision must be made, 

supervisor wants to create an environment where team members are allowed to 

participate in the decision-making process, and there are differences in role expectation, 

my supervisor works with employees to resolve the differences. 

 Laissez-faire has weak relationship with employee performance, is the least to explain 

employee performance, statistically insignificant and has negative effect to predict 

employee performance. So, it can be concluded that laissez-faire leadership style has 

negative effect on employee performance. 

5.3 Recommendation  

Based on the study's findings and conclusions, the following recommendations are made, with 

an emphasis on the weak areas that require further improvement.  

 The practice of transformation leadership in Kadisco paint and adhesive industry Share 

Company is affected by supervisor acts in ways that builds employees respect 

inspirational motivation. Hence, Kadisco paint and adhesive industry Share Company 

should work on supervisors to acts in ways that builds employees respect inspirational 

motivation. 

 Regarding to transactional leadership style employees agreed that there is lack of 

supervisor assistance in exchange employee’s efforts and supervisor focuses attention 

on irregularities, mistakes, exceptions, and deviations from standards. Therefore, 

Kadisco paint and adhesive industry Share Company should train it supervisors how to 

exercise transactional leadership style to share skill, knowledge and experience for the 

employees.  

 Availability of democratic leadership helps to improve employee performance in 

Kadisco paint and adhesive industry Share Company. However, team members have 

the right to determine their own organizational objectives is the most exhibited factor 

of democratic leadership and has the highest influence on employee performance 

compared to other factors. Though Kadisco paint and adhesive industry Share Company 



 

59 

 

should guide its supervisor how to exercise democratic leadership and the limit of team 

members to determine their own organizational objectives. 

 Finally, Kadisco paint and adhesive industry Share Company should integrate 

transformation with democratic leadership style with other style to enhance the 

performance of employees.  
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Appendices  

Appendix I: Questionnaire 

Part -1: Respondents background information 

Guide: Please put a check mark (√) on the appropriate box. 

1. Gender: Male         Female 

2. Age: 18-30          31-40             41-50          above 50     

3. Educational Status: High school              Diploma                    First Degree                   

Master’s Degree            

 If other specify…………………………………………………………… 

4. How long have you served in the company? 

Less than 5 years        5-10 years         10 - 15 years          15-20 years  

More than 20 years  

5. For how long have you been in your current position? 

Less than 1 year           1- 3 years            3-5 years          More than 6 years  

PART II: LEADERSHIP STYLE 

The sets of statements aimed at helping you assess your feelings or perceptions of the 

leadership style of your immediate supervisor. You are requested to rating yourself against 

each statement to indicate you level of agreement with what the statement is suggesting, 

where the following ratings are: 

1 = Strongly Disagree 2 = Disagree 3 = Neutral 4 = Agree 5 = Strongly Agree 

Please place a tick (√) or a mark (x) in the box (cell) that represents your appropriate level of 

agreement. 
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Transformational Leadership      
Idealized Influence 1 2 3 4 5 

6. My supervisor instill pride in me for being associated 

with him/her 

     

7. My supervisor goes beyond self-interest for the good of 

the group 

     

8. My supervisor acts in ways that builds my respect 

Inspirational Motivation 

     

Inspiration motivation      

9. My supervisor talks optimistically about the future      

10. My Supervisor talks enthusiastically about what needs 

to be accomplished 

     

11. My supervisor expresses confidence that goals will be 

achieved  

     

Intellectual Stimulation      

12. My supervisor seeks differing perspectives when 

solving problems 

     

13. My supervisor gets me to look at problems from many 

different angles 

     

14. My supervisor suggests new ways of looking at how to 

complete tasks  

     

Individual Consideration      

15. My supervisor spends time teaching and coaching      

16. My supervisor considers me as having different needs, 

abilities, and aspirations from others 

     

17. My supervisor helps me to develop my strengths       

Transactional Leadership      
Contingent Reward      

18. My supervisor provides me with assistance in 

exchange for my efforts 

     

19. My supervisor makes clear what one can expect to 

receive when performance goals are achieved 

     

20. My supervisor express satisfaction when I meet 

expectation 

     

Management by Exception (Active)      

21. My supervisor focuses attention on irregularities, 

mistakes, exceptions, and deviations from standards 
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22. My supervisor concentrates his/her full attention on 

dealing with mistakes, complaints, and failures 

     

23. My supervisor keeps track of all mistakes       

Management by Exception (Passive)      

24, My supervisor fails to interfere until problems become 

serious 

     

25. My supervisor waits for things to go wrong before 

acting 

     

26. My supervisor Shows that he/she is a firm believer in 

"If it isn’t broke, don't fix it." 

     

Laissez-faire Leadership      
27. My supervisor avoids getting involved when important 

issues 

     

28. My supervisor is absent when needed      

29. My supervisor avoids making decisions      

30. My supervisor delays responding to urgent questions       

Democratic leadership      
31. My supervisor and team members always vote 

whenever a major decision must be made 

     

32. My supervisor wants to create an environment where 

team members are allowed to participate in the decision-

making process 

     

33. My supervisor allows team members to determine 

what needs to be done and how to do it 

     

34. My supervisor asks team members for their vision of 

where they see their jobs going and then uses their vision 

where appropriate 

     

35. When there are differences in role expectation, my 

supervisor works with employees to resolve the 

differences 

     

36. Team members have the right to determine their own 

organizational objectives.  
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PART III: Employee Performance  

The sets of statements aimed at helping you assess your performance at your job in the 

company. You are requested to rate yourself against each statement to indicate your self-

assessment of your Own performance, where the following ratings are:  

1 = very low 2 = low 3 = Average 4 = high 5 = very high Please place a tick (√) or a mark 

(x) in the box (cell) that represents your appropriate level of performance rating. 

37.TIMELINESS:      

Consider the degree to which an activity is completed, or a 

result produced, at the earliest time. 

     

38.QUALITY OF WORK:      

Consider neatness, accuracy and dependability of results 

regardless of volume. 

     

39.QUANTITY OF WORK:      

Consider the volume of work produced under normal 

conditions disregarding errors 

     

40. NEED FOR SUPERVISION:      

Consider the degree to which you carry out a job function 

without supervisory intervention 

     

41. INTERPERSONAL IMPACT:      

Consider the degree to which you promote feelings of self- 

esteem, goodwill and cooperativeness among co- workers 

and leaders. 

     

 

Appendix II: Interview Questions 

1. What is role of leaders and employee to achieve organizational mission, vision and 

goals of your organization Kadisco paint? 

2. How do the leaders in Kadisco paint motive/ initiate employee for enhancing employee 

and organizational performance? 

3. Which leadership style is practiced in in Kadisco paint? 

4. Does Kadisco paint give chance for employees to be a leader? 

5. What is the appropriate leadership style that will improve employee performance in 

Kadisco paint? 
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Appendix III: Skewness and Kurtosis 

Descriptive Statistics 

  N Skewness 

Std. Error of 

Skewness Kurtosis 

Std. Error 

of Kurtosis 

ID1 204 -0.57786 0.170255 -0.05546 0.33891 

ID2 204 -0.36396 0.170255 -1.00225 0.33891 

ID3 204 0.354413 0.170255 -1.08216 0.33891 

INS1 204 -0.10343 0.170255 -0.50174 0.33891 

INS2 204 0.236284 0.170255 -1.35758 0.33891 

INS3 204 -0.68718 0.170255 -0.08918 0.33891 

INT1 204 0.27392 0.170255 -0.75858 0.33891 

INT2 204 0.345859 0.170255 -0.37449 0.33891 

INT3 204 -0.14706 0.170255 -0.91077 0.33891 

IND1 204 -0.31182 0.170255 -1.25323 0.33891 

IND2 204 0.225327 0.170255 -0.81462 0.33891 

IND3 204 0.129153 0.170255 -1.33945 0.33891 

TRL1 204 -0.49385 0.170255 -0.92116 0.33891 

TRL2 204 0.075601 0.170255 -0.89059 0.33891 

TRL3 204 -0.41641 0.170255 -0.78256 0.33891 

TRL4 204 0.068975 0.170255 -1.02248 0.33891 

TRL5 204 -0.08782 0.170255 -0.96418 0.33891 

TRL6 204 -0.43294 0.170255 -0.2013 0.33891 

TRL7 204 -0.17415 0.170255 -0.99476 0.33891 

TRL8 204 0.292146 0.170255 -0.78198 0.33891 

TRL9 204 0.140597 0.170255 -0.94022 0.33891 

LF1 204 -0.1244 0.170255 -1.00338 0.33891 

LF2 204 -0.12794 0.170255 -1.11403 0.33891 

LF3 204 0.738928 0.170255 0.082973 0.33891 

LF4 204 0.197546 0.170255 -0.92397 0.33891 

DL1 204 0.207081 0.170255 -0.85186 0.33891 

DL2 204 0.50015 0.170255 -0.29663 0.33891 

DL3 204 -0.22188 0.170255 -1.07761 0.33891 

DL4 204 0.633689 0.170255 -0.04488 0.33891 

DL5 204 0.229916 0.170255 -0.86541 0.33891 

DL6 204 -0.1239 0.170255 -0.74188 0.33891 

 


