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Abstract

The objective of this study was to examine the effect of leadership Styles on Employee Motivation’s in Adama Hospital Medical
College, Adama - Ethiopia. The study used descriptive and which incorporated both qualitative and quantitative research
approaches. The researcher was employed Systematic Random Sampling Technique techniques to distribute the questionnaire to
the respondents. Data was collected by using both closed and open ended self-administered questionnaires and a total of one
hundred sixty nine (169) questionnaires were returned. The results were analyzed and interpreted using SPSS software version
20. The scores are interpreted quantitatively and open-ended suggestions are interpreted qualitatively. The research indicated that
there is positive strong and significant relationships are existed between Leadership Styles attributes (Laissez faire leadership and
democratic leadership) and Extrinsic Employee Motivation Practices at (r =.946, p <0.01 and r =.707 p < 0.01) respectively. But,
no relationship existed between democratic leadership and autocratic leadership styles. Linear regression analysis also indicated
that at 58.2% variance in employee motivation can be predicted from the combination of all Leadership Styles Dimensions. This
indicates that combination of the predictors significantly combined together to predict employee motivation. The study found
that majority of the respondents was motivated with most variables of intrinsic motivational practices in the organization. This
also proves that intrinsic motivation practices can contributed positively for employee motivations in their jobs. However, the
study also found that majority of the respondents was de-motivated with extrinsic motivational practices in the organization.
Finally, the researcher believes that this paper is not exhaustive that could provide all lists of topic researched. However, it gives
a bird-eye view on topic and it is open for further discussion and/or critics.
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1. Introduction

In this global competitive environment, effective leadership productivity. Leadership consists of method, not magic" as
style is necessary to reduce the attrition rate. From the effec-  (Schmoker, [7]) study. Leadership and the different associated
tive leadership styles only it is possible to achieve organiza-  styles have an immense effect on how employees succeed and
tional goal productively. According to Swamy D. R. [8],  grow, to lead positive organizational outcomes. The deter-
Leadership styles effects on the employee performance and  mination of this study was to investigate the effect of leader-
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ship styles on employees’ motivation. In this day, Leadership
is a subject of much debate and deliberation and how the
different styles of leadership suggest different responses from
groups. In corporate context the dynamics of these two enti-
ties ‘the leader’ and ‘the led’ play a key role in shaping the
intention of any organization whether government or private.

Attracting and retaining employees in this age has become
gradually challenging (Davis, Beverly M., [2]) globalization
and multinational factors have contributed to make human
resources more and more demanding. At the same time, mo-
tivating employees have been found to be a catalyst for em-
ployee’s performance and therefore for organization success.
In addition to this, Employee motivation is one of the policies
of managers to increase effectual job management amongst
employees in organizations (Shadare et al., [12]). A motivated
employee is responsive of the definite goals and objectives
he/she must achieve, therefore he/she directs its efforts in that
direction. Getting employees to do their best work even in
strenuous circumstances, is one of the employees most stable
and greasy challenges and this can be made possible through
motivating them. Employees most stable and greasy chal-
lenges and this can be made possible through motivating
them.

The challenges that are faced by companies in this era are
not comparable with the challenges of the past. “No matter the
size or the type of the organization, it must behave in innova-
tive ways, seeking opportunity, solving problems, and em-
bracing new directions” all types of organizations (profit or
non-profit) are in need for such innovation and creativity.
“there is emerging now a general set of requirements for or-
ganizations, their managers, and their employees that includes
attributes like initiative, flexibility, and creative prob-
lem-solving” (Hiam, [4]). Another challenge that faces the
organizations of today is how to retain its human capital in a
competitive market.

Many companies struggle to offer attractive benefits, sala-
ries and incentives (Davis, Beverly M., [2]). Small business
can still stay competitive by adopting effective methods of
motivating employees. Leaders and managers play an im-
portant role in creating an atmosphere and culture of enthu-
siasm and productivity among the employees that help them
do what they need to do. “Most large organizations... con-
tinue to spend millions each year on motivation courses,
training in motivation, meetings to boost motivation, incen-
tives to strengthen motivation, meetings to analyze problems
in the workforce motivation, tools to measure motivation,
mission statement and so on” (Dixon, [3]) with no real out-
comes.

It seems that the reason for that is the lack of understanding
to what motivation means Conner, [1]. As Conner, M. [1],
“Although motivation is widely recognized its essence is
elusive... it is a complex multifaceted construct, which re-
searchers have approached from many perspectives”. Thus,
this study was assessing the effect of leadership styles on the
employees’ motivation in Oromia Regional State at Adama
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Hospital Medical College (AHMC).

1.1. Background of the Study Area

Adama Hospital Medical College (AHMC) is located in the
Oromia Regional State, in Adama city 100km from Addis
Ababa to the South Eastern. AHMC is one of the public hos-
pital that serve large size of population from middle east and
southern Oromia, Afar, Somali, Southern Nation, Nationali-
ties and peoples (SNNP) and even some parts of Amhara
region. It has space capacity of 856 beds for inpatient with
five disciplines (Surgery, Internal Medicine, Pediatrics, Gy-
necology/Obstetrics and ophthalmology) with pharmacies
(OPD, Ward, Emergency and ART pharmacy) and serves
about 100 patients per day at OPD during working hours and
on average 52 patients per day after working time. The hos-
pital has 521 workers of which 313 are health professionals,
26 are teachers and the remaining 182 are administrative staff
workers. The hospital is now working in collaboration with
Adama General Hospital and Medical College (AGHMC)
which delivers health care and standard services with tech-
nologically equipped and international professionals are
serving in that hospital.

1.2. Statement of the Problem

Every organization, like every team requires leadership.
Leadership allows managers to affect employee behavior in
the organization. Thus, motivated employees are one of the
most important results of effective leadership. According to
(Abbas & Asgar [13]), successful managers are also suc-
cessful leaders because they influence employees to help
accomplish organizational goals. Achieving organizational
goals, however, is not enough to keep employees motivated
but helping employees accomplish their own personal and
career goals is an important part of their motivation. Leader-
ship and motivation are interactive. Leadership effectiveness
is critically contingent on, and often defined in terms of
leaders’ ability to motivate followers toward collective goals
or a collective mission or vision (Shamir, Zakay, Breinin, &
Popper [14]). The more motivated the supporters, the more
effective the leader; the more effective the leader, the more
motivated the followers.

For healthcare professionals, the challenge in the composi-
tion of team motivation is in overcoming the leadership ex-
pectations inherited while maintaining the status quo in a multi
professional rehabilitation organization (Strasser et al., [15]).
The healthcare industry (Hospitals, clinics and health centers)
represents a set of organizations that are conventionally shaped
by the bureaucratic model, separating organization of work
from delivery of work (Penprase & Norris, [17]; Uhl-Bien et al.,
[16]). In other words, leadership is characterized by a top-down
approach to achieve maximum unit efficiency. Therefore, en-
vironments where leadership behavior is constrained by out-
dated management concepts may limit critical organizational
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culture dynamics that facilitate the achievement of positive
employee motivation. In other words, health care organizations
gained less from spending on the efforts and resources used for
improving the outcomes with the help of traditional leadership
methods (Burns, [18]). In order to improve the outcome, there
must be a shift from the traditional leadership models to mod-
ern leadership models. The healthcare professionals have to
meet the changing demands of the patients, therefore they
should focus on catalyzing the process of problem solving,
collaboration, team management, and creativity, among others,
to become central to efficacious employee motivation
(Lemieux-Charles & McGuire, [19]). Evidence suggests that
leaders must counter the current leadership styles to understand
the behavior of healthcare professionals typically by trans-
forming the corporate practices by involving the informal
leaders.

According to observations made by the researcher of this
investigation there are still problems found in the study site is
in Oromia Regional State at Adama Hospital Medical College,
of which there are some employees who demonstrate the
disciplined low work seen from absenteeism, employee ar-
riving late, running activity is low, delivering service to cus-
tomers is unsatisfactory, overcrowding of patients for health
services and it shows the low performance of some employees
to the organization. Within an organization, the best perfor-
mance is feasible with most committed employees that can
only be achieved through employee motivation. Kreitner and
Kinicki [20], also explain that motivation depends on certain
intrinsic, as well as, extrinsic factors which in collaboration
results in fully committed employees. “There is a need to
provide employee the kind of environment where he/she can
perform effectively” Mengistu, Vogel [21].

Additionally, leaders frequently undermined the importance
of developing effective relationship with stakeholders includ-
ing the employees they lead (Kuczmaraski, S. T., [5]). Leaders
also must recognize that what motivates “X” is different than
what motivates “Y”. Broder maintains that leaders should im-
plement different strategies that are customized to individuals.
For example, some employees simply motivated by the job
security, others by clear company policies, power, recognition,

Independent Variable

Leadership styles

= Democratic
leadership po

= Autocratic
leadership

= Laissez—faire
leadership

compensation, on the other side, there is a category of em-
ployees who are intrinsically motivated who are just enjoying
what they do (Broder, M. S., [9]). Therefore, to address this
problem, developing an understanding of the effect of leader-
ship styles can make on employees motivation was the major
purpose of undertaking this study.

1.3. Objective of the Study Specify

The general objective for this study was to investigate The
Effect of leadership Styles on Employee Motivation’s at
Adama Hospital Medical College (AHMC), Ethiopia.

Specific Objectives
To achieve the general objective, the following Specific ob-
jectives were divided:

1. To identify the level of leadership styles that motivates
employees working in the Adama Hospital Medical
College.

2. To determine the level of employee motivation practices
in the Adama Hospital Medical College.

3. To assess in how much degree employee motivation
practices are related with their leaders’ leadership styles
in the Adama Hospital Medical College.

4. To investigate the extent to which the leadership styles
can affect employee motivation practices in the Adama
Hospital Medical College.

2. Conceptual Framework

The conceptual framework indicates the crucial process,
which is useful to show the direction of the study. As a di-
rection this study was intended for purpose to investigate on
the effect of leadership styles on employees’ motivation: the
case of Adama Hospital Medical College in Adama city.
Leadership styles were independent variables and would be
examined based on its’ own factors independently. The de-
pendent variable was employees’ motivation. By reviewing of
research literature and backgrounds, the conceptual frame-
work of this study was mentioned as follows:

Dependent Variable

Employee Motivation

= Intrinsic Motivation
= Extrinsic Motivation

Source: designed by the researcher, 2018

Figure 1. A Conceptual Framework Showing the Relationship among Leadership styles And Employee Motivations.
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3. Research Methods

3.1. Research Approach

This study, was adopted both a quantitative and qualitative
research approaches, which are aligned with the objectives of
the research that it aims to attain.

3.2. Research Design

The research design that was used in the study is descrip-
tive. Descriptive research permits the explanation of phe-
nomena as they naturally transpire and without intervention
from the researcher. In addition to being descriptive, the
study is also said to be co relational in design because there
is intent to establish the relationship between leadership
styles (autocratic, democratic and leisez-faire) and, employee
motivations’ (intrinsic and extrinsic motivation’s) on the oth-
er. A co-relational type of research design aims to ascertain if
there are significant associations between five variables. The
Multiple standard regressions, independent t-tests and analy-
sis of variance (ANOVA) is used to answer the research
questions set in the study and to examine the predictive power
of each independent variable on employee motivations’.

3.3. Study Populations and Sampling

Systematic Random Sampling Technique was used to se-
lect sample from the target population which in hand depend
on the total non-managers employees found in Adama Hos-
pital Medical College. This would include professional
workers as well as administrative staff of the organizations.
Presently, Adama Hospital Medical College had 474 em-

ployees who are working in the Organization. Thus, the re-
searcher was taken a list of employees from HR department
by selecting the first unit randomly and the remaining units
was selected at affixed interval or at every n™

The study populations for the survey from each listed cat-
egories’ were selected proportionally in order to give equal
chances to the respondents (see on table 1).

The following formula was used to select the appropriate
sample size based on 95% confidence level and 5% margin of
error or level of precision.

Zz*p*q*N
e2(N—1)+z2xp*q

Source: Kothari, [11]

Where, p = sample proportion, g = 1 —p; z = the value of the
standard variance at a given confidence level and to be
worked out from table showing area under Normal Curve; n =
size of sample. Based on this, the sample size for the study is
calculated as follow:

Given: At 95% confidence level the value of Z= 1.96, P =
the population proportion (assumed to be .50 since this would
provide the maximum sample size). N = 474 which is popu-
lation size, e = 0.05 which is acceptable sample error.

1.962%0.5%0.5%474

212 =
0.052(474—1)+1.962%0.5+0.5

So, based on the above formula a sample of 212 was se-
lected from the target population and participated in the study
which was a sample of the employees.

The sample size obtained was allocated to all listed cate-
gories’ of the organization proportionally to their population
size as the following in the table.

Table 1. The size of non-managers’ employees of AHMC in Categories’.

No Category Population Z;oc;portion ;z;;nple male Proportion Iﬁ;le Proportion
1 All specialist 38 8 17 36 16 2 1
2 All GPS 11 2.32 5 9 4 2 1
3 BSc Nurses 83 17.51 37 11 5 72 32
4 Dip. Nurses & level IV 48 10.13 21 13 6 35 15
5 BSc & Dip. Midwifery 25 5.27 12 6 3 9 9
6 Pharmacist & Pharmacy techn. 25 5.27 12 10 5 15 7
7 HO, BSc, MSc & MPH teachers 36 7.59 16 21 9 15 7
8 MSc & BSc lab. technol. 14 2.95 6 12 5 2 1
9 Lab technician 9 1.90 4 5 2 4 2
10 All anesthetist 12 2.53 5 7 3 5 2
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. Proportion  Sample . fe- .
No Category Population (%) size male Proportion male Proportion
1 Radiologist & x-ray professinals 4 0.84 2 3 2 1 0
12 All Other health professionals 14 2.95 6 8 3 6 3
13 Non-managers administrative staff ~ 155 32.70 69 55 24 100 45
TOTAL N=474 100% n=212 196 278
Source: from Data of HRD in AHMC, 2018
3.4. Data Collection Procedures and Table 2. Cronbach’s Alpha Value (n=169).
Instrument
Variables Items Cronbach's Alpha Value
There are two methods of data collection which were used
in the research, namely, secondary and primary data collec- Autocratic Leadership 746 11
tion. Primary data were collected through the use of ) )
.. . . . . . Democratic Leadership .885 10
self-administered questionnaires. A questionnaire consisted
of a number of questions printed or typed in a definite order Leis-Faire Leadership 816 1
on a form or set of forms. A total of 212 accomplished ques- Intrinsic Motivation 716 8
tionnaires were distributed to AHMC. Likert scale ranging o o
Extrinsic Motivation .954 8

from 1 (strongly disagree) to 5 (strongly agree) was used to
measure responses. The online references were downloaded
from databases such as Google. The data were initially
screened for relevance based on their titles, and re-screened
manually after downloading.

3.5. Ethical Consideration

In order to enhance standards in research, ethical issues
were considered: informed consent, voluntary participation,
privacy, and confidentiality.

3.6. Validity

To test the validity of survey questionnaire the researcher
used content validity test. Six subject matter specialists in the
area (Organization managers, Journalists and University in-
structors) were provided to check for its validity. The formula
for computing the CVR, as originally proposed by Lawshe
ne-N/,

N/,

The survey measuring instrument for this research was 0.99
and is valid.

(1975), is expressed as: CVR=

3.7. Reliability from the Survey of
Questionnaire

The Cronbach’s coefficient Alpha was used to determine
the consistency of measurement of each item.

26

Source: computed from questionnaire by the researcher, 2018

Therefore, all items indicated reliable and enough to be
used in this study.

3.8. Data Processing and Analysis

The accomplished survey forms were collected, encoded
and statistically analyzed. Analysis was carried out through the
Statistical Package for the Social Sciences (SPSS) version 20.0.
The statistics that generated were interpreted in light of the
findings of past empirical studies. Both descriptive and infer-
ential statistics was used to analyze the data. The statistical
tools would align with the objectives of the research. Descrip-
tive statistics was used to describe and to analyze the demo-
graphical data collected and it includes frequency, mean, per-
centage distribution and standard deviation. Correlation analy-
sis more specifically Pearson correlation coefficient is used to
measure the degree of association between leadership styles
and employee motivations. From inferential statistics, Regres-
sion analysis was used to test the questions of the study.

4. Results and Discussion

4.1. Response Rate

The Response rate was 80% and adequate for the study to
make relevant conclusions.
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4.2. Demographic Characteristics of
Respondent (N=169)

In this study the respondents’ general characteristics and

4.3. Descriptive Statistical Analyses

information took into account to provide a clear picture of the
nature of people that participated in the study and to undertake
analysis in demographic variables.

4.3.1. Descriptive Statistical Analyses on the Level of Dimensions of Autocratic Leadership Style’s

Table 3. Descriptive statistical analyses on the Level of Dimensions of Autocratic leadership style.

Autocratic leadership style N Mean  Std. Dev
My supervisor believes that most employees in the general population are lazy. 169 196 739
My supervisor closely monitors all my activities to ensure whether or not performing correctly 169 198 .686
My supervisor believes employees need to be supervised closely they are not likely to do their work 169 2.09 .908
My supervisor do not consider suggestions made by employees, as he/she does not has the time for them 169 271 1.212
My supervisor when | make a mistake, tell me not to ever do that again and make a note of it. 169 272 1.191
My supervisor like the power of his/her leadership position holds to exert over subordinate 169 275 1.165
As arule, my supervisor believes that employees must be given rewards or punishments in order to motivate

them to achieve organizational objectives. 169 291 1.290
New hires are not allowed to make any decisions unless it is approved by my supervisor first 169 293 979
My supervisor is the chief judge of the achievements of employees. 169 299 1.246
My supervisor gives orders and clarifies procedures 169 3.23 1.249

| feel insecure about my work and need direction.

Source: computed from questionnaire by the researcher, 2018

As the above table indicates from its result, total respond-
ents participated were 169. All variables or factors were pre-
sented in the table in mean order of their level, to report the
level of autocratic leadership style practiced in AHMC. As the
result shows the Hospital was a slightly practiced the Auto-
cratic leadership style in only by the two last variables as
mentioned in table. The respondents were reported that their
leaders practiced power of autocratic leadership style to or-

169 344 .830

ders and clarifies procedures. At this hand their leaders prac-
ticed in autocratic way with mean score of 3.23 and standard
deviation (S.D) 1.249 and forced them to feel in secured in
their work that scored for only mean score of 3.44 and
standard deviation (0.830). This value also shows that the
respondents were indifferent to report with practices of their
leaders. Therefore, the AHMC was not practiced autocratic
leadership style perfectly.

4.3.2. Descriptive Statistical Analyses on the Level of Dimension of Democratic Leadership Style

Table 4. Descriptive statistical analyses on the Level of Dimension of Democratic leadership style.

Democratic leadership style N Mean Std.Dev
My supervisor asks for employee ideas and input on upcoming plans and projects 169 2.73 .863
My supervisor always tries to include me in determining what to do and how to do it. However, He

o . . - . 169 2.81 1.220
maintains the final decision making authority
My supervisor allows me to participate in the decision making process 169 2.83 1.045
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Democratic leadership style N Mean Std.Dev
My supervisor asks employees for their vision of where they see their jobs going and then use their 169 3.02 963
vision where appropriate ' '
My supervisor allows his/her employees to set priorities with his guidance 169 3.21 1.036
My supervisor call a meeting to get employee's advice, When things go wrong and need to create a
. - 169 3.28 .995

strategy to keep a project or process running on schedule.
When there are differences in role expectations between employees, my supervisor work with them to

. 169 3.38 1.220
resolve the differences
My supervisor likes to use his leadership power to help subordinates grow 169 3.68 .649
Employees will exercise self-direction if they are committed to the objectives 169 3.77 724
Employees know how to use creativity and ingenuity to solve organizational problems. 169 4.07 1.100

Source: computed from questionnaire by the researcher, 2018

As described in previous table similarly variables in di-
mension Democratic leadership style were also described in
their order in mean score. The first three variables were no
indicate any practices or attribute for democratic leadership
styles’. The respondents were in different in describing the
level of democracy offered with mean score of 3.02 and S.D

0.963 to mean score 3.38 and S.D 1.220. However, AHMC
was able to practice well for democratic leadership style by
giving power support to its subordinates, allowing employee
self-direction exercises and make free and support its em-
ployees for creativity and ingenuity to solve organizational
problems.

4.3.3. Descriptive Statistical Analyses on the Level of Dimension of Laissez—Faire Leadership Style

Table 5. Descriptive statistical analyses on the Level of Dimension of Laissez—faire leadership style.

Laissez—faire leadership style

My supervisor stays out of the way as | do my work

In complex situations my supervisor allows me to work my problems out on my own way

As a rule, my supervisor allows me to appraise my own work.

To pass a major decision in my supervisor needs the approval of each individual or the majority

of his/her employees.

My supervisor delegate tasks in order to implement a new procedure

To get information out, my supervisor has called very rarely for meeting.

My supervisor and his employees always vote whenever a major decision has to be made

In general my supervisor feels it’s best to leave subordinates alone.

In most situations | prefer little input from my supervisor.

My supervisor gives me complete freedom to solve problems on my own.

My supervisor likes to share his leadership power with his subordinates.

Source: computed from questionnaire by the researcher, 2018

As indicated in table 5 Dimension of Laissez—faire leadership
style was consists of variables that scored with Mean value 2.15,
2.31, 253, 2,58, 2.62, 2.67, 2.68, and 2.91 (disagreement to
laissez faire leadership style practice) and Std. Deviation 1.282,

N Mean Std. Devia.
169 2.15 1.282
169 2.31 1.444
169 2.53 772
169 2.53 627
169 2.58 791
169 2.58 495
169 2.62 .616
169 2.67 .605
169 2.68 .649
169 291 .830
169 2.91 778

1.444, 772, 627, .791, 495, .616, .605, .649, .830 and .778
respectively. This also proves that AHMC was used other types
leadership style than practicing laissez faire leadership style.
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4.3.4. Descriptive Statistical Analyses on the Level of Dimensions of Intrinsic Employee Motivation Practices

Table 6. Descriptive statistical analyses on the Level of Dimensions of Intrinsic Employee Motivation Practices.

Intrinsic Employee Motivation Practices

The chance to work alone on the job

The chance to tell people what to do

Being able to keep busy all the time.

The chance to try my own methods of doing the job

Being able to do things that don’t go against my conscience
The chance to be somebody in community

The feeling of accomplishment I get from the job

The chance to do different things from time to time.

Source: computed from questionnaire by the researcher, 2018

As defined in table 5 All the dimension were listed in their
order of mean level from mean value 3.16 and S.D 0.581 to
4.45 and S.D 1.533. The employees in AHMC were slightly
neutral with first three variables of intrinsic motivation prac-
tices while employees of the organization were intrinsically
motivated to all remaining variables. At this hand the organ-
ization’s able to make its’ employees Being able to do things

N Mean Std. Deviation
169 3.16 .581

169 3.23 1.234

169 3.36 1.533

169 3.72 .886

169 431 1.012

169 4.35 781

169 4.44 .925

169 4.45 794

that don’t go against their consciences, The chance to be
somebody in their community, The feeling of accomplishment
they get from their jobs and giving them a chance to do dif-
ferent things from time to time. This also proves that intrinsic
motivation practices can contributed positively for employee
motivations in their jobs.

4.3.5. Descriptive Statistical Analyses on the Level of Dimensions of Extrinsic Employee Motivation Practices

Table 7. Descriptive statistical analyses on the Level of Dimensions of Extrinsic Employee Motivation Practices.

Extrinsic Employee Motivation Practices

My pay and the amount of work | do

The way organization policies are put into practice for organization
The way my boss handles his/her workers.

The way satisfied with occupational health care

The chances for advancement on this job

The chance to work in conducive environment

The way you satisfied with your current House Allowance

The way receive information about your performance from the managers

Source: computed from questionnaire by the researcher, 2018

As defined in table 6 all variables were listed in their order
of motivation level from mean value 2.66 to mean value 3.40.
As it can be understood from the result all extrinsic motiva-
tions are scored near neutral except for the first two listed

N Mean Std. Deviation
169 2.66 1.262
169 2.95 1.112
169 3.13 1.105
169 3.13 1.105
169 3.20 1.126
169 3.26 1.114
169 3.26 1114
169 3.40 1.071

variables that disagreed to motivate employees. Reward di-
mension’s is composed of allowance, recognitions and com-
pensation factors. All factors in this dimensions is also veri-
fied that employees were dissatisfied with rewards that might
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be given from their organization to them. This observation
was summed by the comments from open ended question-
naires:

“many factors were demotivated employees in our work
place: The salary (reward) offered is low; no conducive
working environment; no appreciation; no moral value; In-
competent leadership; lack of recognition; poor leadership
qualities; lack of smooth relationship; poor in regulation; and
policies were not used properly”.

These observations were also supported by the comments
from individual respondent in his /her suggestions.

“there is no a single attempt to motivate his/her, no more

praise in this organization for me and my friends, even no
single certificate, no thank you in words....".

Thus, the management of the organization needs carefully
plan to add up value to satisfy the employees and hard work to
change organizational performance in line with its competi-
tors. This also supported in Markova and Ford [10], mentions
that the real success of companies originate from employees’
willingness to use their creativity, abilities and know-how in
favor of the company and it is organization’s task to encour-
age and nourish these positive employee inputs by putting
effective reward practices or extrinsic employee motivation
practice in place.

4.4. Relationships Between Leadership Styles Dimensions and Employee Motivation Practices

Table 8. Summary of the Relationship between Leadership Styles attributes with Employee Motivation Practices.

Autocratic Democratic Laissez-faire Intrinsic Moti- Extrinsic mo-
Leadership Leadership leadership vation tivation
Autocratic Leadership 1
Democratic Leadership -.079 1
Laissez-faire leadership -.164" 880" 1
Intrinsic Motivation 2557 -496"™ -.554"" 1
Extrinsic motivation -.163" 707 946" -.466" 1

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

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

Source: computed from questionnaire by the researcher, 2018

As its result indicated in table 8 there is positive strong and
significant relationships are existed between Leadership
Styles attributes (Laissez faire leadership and democratic
leadership) and Extrinsic Employee Motivation Practices at (r
=946, p < 0.01 and r =.707 p < 0.01) respectively. Laissez
faire leadership has positive and large significant relationship
with Intrinsic Motivation. Strong positive and significant
relationships are existed between laissez faire Leadership
Styles and democratic leadership styles. On other hand small
relationship were existed between autocratic leadership styles

and intrinsic and extrinsic employee motivation practices
while negative medium and positive large relationship existed
between democratic leadership styles and intrinsic employee
motivations and extrinsic employee motivation practices
respectively. But, no relation existed between democratic
leadership and autocratic leadership styles.

As the result of finding is revealed, there is direct rela-
tionship between all variables and employee motivation
practices except for relationship between democratic leader-
ship and autocratic leadership styles.

4.5. The Effect of Leadership Styles Dimensions on Employee Motivation Practices

Table 9. Model Summary® of the Effect of Leadership Styles Dimensions on Employee Motivation Practices.

Adiusted R Change Statistics
Model R R Square Squj l;f_ee
R Square Change F Change dfl df2 Sig. F Change
1 .768% .590 .582 .590 79.020 3 165 .000
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Change Statistics

Adjusted R

Model R
Square

R Square

R Square Change

F Change dfl df2 Sig. F Change

Predictors: (Constant), Laissez-faire leadership, Autocratic Leadership, Democratic Leadership

b. Dependent Variable: employee motivation

Table 10. Coefficients? of the Effect of Leadership Styles Dimensions on Employee Motivation Practices.

Unstandardized Coef-

. ficients
B Std. Error
(Constant) 1.656 .168
1 Autocratic Leadership 115 .039
Democratic Leadership -.430 .066
Laissez-faire leadership 1.137 .092

a. Dependent Variable: employee motivation

Source: computed from questionnaire by the researcher, 2018

As the Results of linear regression analysis were indicated
in table 9, 58.2% variance in employee motivation can be
predicted from the combination of all Leadership Styles Di-
mensions. The result from table 9 also shows that F=79.020 at
p<0.05 statistically significant. This indicates that combina-
tion of the predictors significantly combined together to pre-
dict employee motivation. Because, without providing such
Leadership Styles it is impossible motivating employees to
their work. The Regression Equation that predicts the de-
pendent variable was presented as follows:

DV = 1.656 + 0.115X; - 0.430X, + 1.137X,

Whereas: DV=Dependent Variable

X1= Autocratic Leadership,

X,= Democratic Leadership, and

Xs= Laissez-faire leadership,

As output of the model is shown in table 9 reveals, all
variables were significantly affecting the employee motiva-
tion practices, at 95% confidence level (p < 0.05). The
Laissez-faire leadership is the most influential factor that
significantly affect the employee motivation with a beta
value (beta = 1.137, t=12.312), at 95% confidence level (p <
0.05) while Democratic Leadership negatively affecting
significantly with a beta value (beta = -0.430, t=-6.488), at
95% confidence level (p < 0.05). Therefore, the Democratic
Leadership has a negative and significant effect on employee
motivation.

Standardized Collinearity Statistics

Coefficients Sig.

Beta Tolerance VIF
9.834 .000

149 2.925 .004 .954 1.048

-.687 -6.488 .000 222 4513

1.318 12.312 .000 217 4.609

5. Conclusion

Based on the results, there is positive strong and significant
relationships are existed between Leadership Styles attributes
(Laissez faire leadership and democratic leadership) and Ex-
trinsic Employee Motivation Practices. This indicates that
when democratic and Laissez faire approaches are applied, the
motivational level of employees would increase. Therefore,
AHMC leaders were encouraged to adopt both democratic
leadership style and Laissez faire leadership in combination
that the employees of the organization were doing their work
best under this style of leaderships. Providing employee moti-
vation is one of the primary tasks of the managers who have the
leadership qualities and this process starts with the increase of
freedom of work for employees, encourages innovation, and
creativity that leads to job motivation, increased productivity
and subsequently increased performance. But, no relation ex-
isted between democratic leadership and autocratic leadership
styles. Thus, the organization has being kept itself than using
both styles of leadership at the same time. Because, the two
types of leadership when applied together was negatively af-
fecting on employee motivational practices of the organization.
On the other hand, Autocratic leadership style, however, shows
a small relationship with extrinsic employee motivation prac-
tices. This indicates that employee motivation would not in-
crease when autocratic approach is applied. Autocratic leader-
ship style may no longer be accepted by employees who are
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now becoming more knowledgeable, independent and compe-
tent. And in autocratic style leaders only have the authority to
take decisions in which employees’ feels inferior in doing jobs
and decisions. Finally, The Laissez-faire leadership is the most
influential factor that significantly affects the employee moti-
vation in AHMC. The Laissez-faire leadership has a greater
positive effect on employee motivations in which situation
employee feel power and confidence in doing their job and in
making different decisions. And In democratic style employee
have to some extent discretionary power to do work so their
performance is better than in autocratic style.

6. Recommendations

Organizations need to have highly capable leaders to lead
their employees in daily operation and accomplish the organi-
zational goals. Based on the findings of this research, lais-
sez-faire leadership style has greater effect than democratic
leadership style and autocratic styles in terms of employee
motivations. In order to stay in the competitive business envi-
ronment, it is recommended that the right leader with high
capability be identified at all levels of the organization and
make use of the recommendations to adopt both laissez-faire
leadership style and democratic leadership in combination
instead of autocratic leadership style. It should be known that
employees are the most important asset in the organization, and
employee motivated highly depends on leadership style. In the
organization laissez-faire leadership style and democratic
leadership are highly correlated and while negatively related
with autocratic leadership style. Thus, it need from the organi-
zation leaders applying multiple leadership approaches to lead
their followers. From the literature review, Lussier [6], states
that there is no single leadership style which is suitable to be
applied in all situations. Therefore, effective leaders need to
employ different leadership styles in different circumstance.

According to this finding, some strategies for improving
supervisor's leadership styles and employee motivation prac-
tices could be suggested. It indicated that laissez-faire lead-
ership style would lead to higher employee motivation prac-
tices. They should connect with the employee self-interest. A
sense of confidence and power for the workloads should be
displayed. On the other hand, Supervisor's authoritative
leadership style will decrease employee motivation. So they
should try to avoid this type of leadership style.

Finally, the study found that majority of the respondents
was de-motivated with extrinsic motivational practices in
organization. Thus, Improved employee motivation pursued
with appropriate remuneration to performance, incentives for
work, pay attention to the welfare of employees, meet the
psychological needs of employees, pay attention to employee
workplace environments and give employees the opportunity
to advance, so as to encourage employees to work spirit, and
especially the organization should be alarmed with all intrin-
sic motivational practices which are held up to respond
quickly and courteously to patients’ and customers’ needs, to
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the new opportunities and innovations and to achieve its’
foundational vision and mission.
Abbreviations

AHMC Adama Hospital Medical College

Author Contributions

Awol Hussien Aman is the sole author. The author read
and approved the final manuscript.

Conflicts of Interest

The author declares no conflicts of interest.

References

[1] Conner, M. (2015, July). Motivation in second language
education.

[2] Davis, Beverly M. (2004). The impact of leadership on
employee motivation.

[3] Dixon, P. (2015, July). Motivation - The reason for the crisis.

[4] Hiam, A. (2003). Motivational management: Inspiring your
people for maximum performance.

[5] Kuczmaraski, S. and Kuczmarski, T. (1995). Values-based
leadership rebuilding employee commitment, performance and
productivity. Englewood Cliffs, NJ: Prentice Hall, Inc.

[6] Lussier & Achua. (2015). Leadership: theory application &
skill development. Boston.

[71 Schmoker, M. (2001). The results fieldbook: Practical
strategies from dramatically improved schools. Association of
Supervision and Curriculum Development.

[8] Swamy D.R. (2014). Advances In Management. India.

[9] Broder, M. S,, (n.d.). Motivation in the Workplace for Optimal
Results Is Not a 'One Size Fits All' Implementation. Retrieved
July 12, 2018, from
http://www.huffingtonpost.com/michaels-broder-phd/employe
e-motivation-productivity_b_2615208.html

[10] Markova, G. & Ford C. (2011). Is money the panacea? Rewards
for knowledge workers. International Journal of Productivity and
Performance Management, Vol. 60 No. 8, 813-823.

[11] Kothari, C. R., (2004) Research Methodology: Methods and
Techniques, pp 16-63.

[12] Shadare et al., (2009): Influence of work motivation, leader-

ship effectiveness and time management on employees' per-
formance in some selected industries in Ibadan, Oyo State,
Nigeria. European Journal of Economics, Finance and Ad-
ministrative Sciences.


http://www.sciencepg.com/journal/jhrm

Journal of Human Resource Management

http://www.sciencepg.com/journal/jhrm

[13]

[14]

[15]

[16]

Abbas, W., & Asghar, 1. (2010). The Role of Leadership in
Organizatinal Change: Relating the Successful Organizational
Change with Visionary and Innovative Leadership (pp. 1-53).
Master’s Thesis, University of Gévle.

Shamir, B., Zakay, E., Breinin, E., & Popper, M. (1998). Cor-
relates of charismatic leader behavior in military units: Sub-
ordinates' attitudes, unit characteristics, and superiors' ap-
praisals of leader performance. Academy of Management
Journal, 41(4), 387—409. https://doi.org/10.2307/257080

Strasser et al, 2008: Team training and stroke rehabilitation
outcomes: a cluster randomized trial. Arch Phys Med Rehabil;
89(1): 10-5. PMID: 18164324
https://doi.org/10.1016/j.apmr.2007.08.127

Uhl-Bien, M., Marion, R., & McKelvey, B. (2007). Complex-
ity leadership theory: Shifting leadership from the industrial
age to the knowledge era. The Leadership Quarterly, 18(4),
298-318. https://doi.org/10.1016/j.leaqua.2007.04.002

33

[17]

(18]

[19]

[20]

[21]

Penprase & Norris, (2005). What nurse leaders should know
about complex adaptive systems theory. Nursing Leadership
Forum 9(3): 127-32.

Burns, N. and Grove, S. K. (2001) The Practice of Nursing
Research, Conduct, Critique, and Utilization. 4th Edition, W. B.
Saunders Company, Philadelphia.

Lemieux-Charles L, McGuire WL. What Do We Know about
Health Care Team Effectiveness? A Review of the Literature.
Medical Care Research and Review. 2006; 63(3): 263-300.
https://doi.org/10.1177/1077558706287003

Kreitner, R., Kinicki, A., & Buelens, M. (Eds.). (2004). Or-
ganizational Behaviour, Second European Edition. London:
McGraw-Hill.

Berhanu Mengistu, Elizabeth Vogel (2006). Bureaucratic
Neutrality among Competing Bureaucratic Values in an Ethnic
Federalism: The Case of Ethiopia Volume 66, Issue 2. Pp.
205-216. https://doi.org/10.1111/j.1540-6210.2006.00573.x


http://www.sciencepg.com/journal/jhrm
https://doi.org/10.1016/j.apmr.2007.08.127

