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Abstract  

The purpose of this 

study is to identify the 

effect of leadership 

style on the motivation 

of workers in the 

public sector. A sample 

size of 100 was used 

from one private 

organization in 

Selangor, Nigeria using 

convenience sampling 

technique. The study 

used quantitative 

approaches, and a 

questionnaire was 
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INTRODUCTION  

In the present 

business 

environment, 

leadership styles have 

emerged as key to 

achieving greater 

organisational 

success because of 

their direct effect on 

employee motivation 

(Gopal and 

Chowdhury, 2014). 

Gouraki (2013) 

mention that human 

resources are one of 

the key components 

of organisational 

management, 

implying that human 

resource motivation 

is crucial to achieving 

set organisational 

goals and objectives.  

According to Gopal 

and Chowdhury 

(2014), leadership 

styles are key factors 

that create and 

support high 

motivation levels 

among employees.  
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designed. A five-point 

Likert scale 

questionnaire was 

used to determine the 

impact of leadership 

style on employee 

performance. SPSS 

software was used in 

analysing the 

questionnaires. 

Descriptive statistics 

show that the most 

significant value 

associated with 

employee 

performance is 

democratic leadership 

style followed by 

laissez-faire 

leadership style and 

autocratic leadership 

style. Democratic 

leadership style has 

the highest mean value 

corresponding to 

3.784 and standard 

deviation value of 

0.8124, laissez-faire 

leadership style scores 

the second highest 

mean value 

corresponding to 

3.416 and standard 

deviation value of 

0.5858, and autocratic 

leadership style has 

the lowest mean value 

corresponding to 

3.404 and standard 

deviation value of 

0.7330 indicating that 

autocratic leadership 

style is poorly 

correlated with 

employee 

performance. 

Regression coefficient 

analysis shows that 

there is a significant 

and positive impact of 

democratic and 

laissez-faire 

leadership styles on 

employee 

performance. 

Autocratic leadership 

style beta coefficient 

value is -0.168 with a 

significant value of 

0.025 which is higher 

than 0.01, hence 

autocratic leadership 

is found to have a 

negative significant 

impact on employee 

performance. 

 

Buble, Juras and Matic (2014) showed a direct correlation between 
leadership style and employee motivation by demonstrating that an 
appropriate leadership style results in the most motivated workforce. 
Therefore, understanding the most appropriate and ideal leadership style 
is key to directing, influencing, changing, and controlling the behaviours of 
employees in the positive direction, a factor that results in a more 
motivated workforce. In the same vein, Rumasukun, Rante, Wambrauw 
and Bharanti, (2015) explain that leadership style is directly correlated 
with employee motivation. According to the authors, leadership style has a 
direct impact on employees’ confidence, trust, sense of belonging and 
involvement levels, factors that are essential in determining the extent to 
which employees are motivated. However, Rashid and Rashid (2012) note 
that there exist a significant different in the extent to which employee 
motivation is achieved in the public and private sectors. In a similar vein, 
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the study by Irum, Sultana, Ahmed and Mehmood (2012) revealed that 
motivation levels among public sector employees significantly vary from 
that of employees in the private sector. Arguably, it can be reasoned that 
the approach to and leadership style embraced among organisational 
leaders in the private sector is different from that of organisational leaders 
in the public sector. 
Lăzăroiu (2015) suggests that the study of employee motivation is central 

to the growth and success of an organisation. Porter, Riesenmy and Field 

(2016) adds that when staff members are motivated, are likely to be 

dedicated, innovative and their performance will improve. Chaudhary & 

Sharma (2012) supports this view, stating that high levels of motivation in 

staff members correlates to increased levels of contentment, dedication 

and enthusiasm for work. This results in the achievement of the maximum 

level of staff retention. As such, maintaining a high level of staff motivation 

can contribute to the success and development of a company (Kumar, 

Hossain, & Nasrin, 2015). Alternatively, de-motivated staffs are more likely 

to produce low quality work (Manzoor, 2012). This indicates that there is 

a large room for improvement in employee motivation which can be 

achieved through a more developed understanding of the influencing 

factors over employee motivation, such as leadership. Yet, even with these 

clear evidences of the importance of motivation, there is a lack of research 

on leadership of motivation of employees in public sector. Despite the 

growth in research literature in motivation of employees, there is a 

considerable uncertainty as to the relevance of these researches to specific 

culture contexts. Moreover, motivation of employees in  remains largely 

unexplored. In this comparative study, the motivation of employees was 

used as the dependent variable. This research study attempts to 

understand the motivation level and influencing factors in the public 

sectors.   

1. How does democratic leadership style significantly impact 

employee performance?  

2. How does autocratic leadership style positively impact employee 

performance?  

3. How does laissez-faire leadership style positively impact on 

employee performance?  
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The primary aim of the present study is to explore the impact of leadership 

style on employee motivation in the public and private sectors in Nigeria. 

In this regard, the specific research objectives that it intends to fulfil are as 

follows:  

1. To examine the impact of Democratic Leadership Style on Employee 

Performance  

2. To examine the impact of Autocratic Leadership Style on Employee 

Performance  

3. To examine the impact of Laissez-Faire Leadership Style on 

Employee Performance  

 

H1: Democratic leadership style has negative significant impact on 

employee performance. 

H2: Autocratic leadership style has negative significant impact on 

employee performance. 

H3: Laissez-faire leadership style has negative significant impact on 

employee performance. 

 

REVIEW OF RELATED LITERATURE  

Conceptual Review of Leadership Style  

Jiang (2014) says that leadership style refers to the way a leader manages 

a specific project or organisation. Organisational success can be achieved 

through a leader who is characterised with critical leadership qualities, 

along with the positive impacts of their leadership to their subordinates 

and the organisation as a whole. Team building, clear communication links, 

and clear roles are aspects of leadership styles. Researchers agree that the 

concept of leadership is universal; however, some note that its adoption is 

usually driven by culture (Roebuck, 2014). Moore (2007) has the same 

views as he maintains that transformational and transactional leadership 

theories, which are based on the interaction of the leader and the 

subordinate, transcend organisational and cultural boundaries. With 

regard to this, Avolio and Bass (2004) note the importance of location as a 

conditional factor with regard to the relationship between leadership and 

organisational culture.  
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Leaders play a significant role in ensuring that teams are embodied with a 

high degree of organisational commitment and job performance (Gautam 

& Malla, 2013). It is even more challenging for a leader to motivate 

employees as businesses continue to prosper. A number of studies confirm 

the contributions of effective leadership in attaining competitive 

advantage for any kind of organisation. The leader is duty-bound to lead 

and direct the employees towards achieving the objectives of the 

organisation. Gautam and Malla (2013) are focused on investigating the 

leadership traits of managers in both the private and public sectors. A 

significant positive relationship is found between leader effectiveness and 

organisational performance in both sectors. A positive relationship also 

exists between organisational performance and job satisfaction for 

organisations belonging to these sectors. These findings denote the 

importance of ensuring leadership effectiveness and good organisational 

performance in ensuring organisational performance, so that employees 

may perceive that they are satisfied with their jobs.  

Aishat, DaudSilong, Suandi and Sakiru (2015) point out that top 

management employs a specific leadership style to enable them to achieve 

corporate goals. Top management carries out decisions that ascertain the 

levels of accomplishing appropriate leadership styles. Towards this end, 

Aishat et al. investigate the link between the leadership styles of managers 

and the job performance of employees. Just like the findings of other 

studies such as that of Ojokuku, Odetayo and Sajuyigbe (2012), the authors 

find that it is the transformational leadership style which is practiced the 

most by most managers. A significant positive relationship is also indicated 

between leadership styles and job performance. This leads the study to 

infer that since job performance is positively impacted by an effective 

leadership style, a well-performed job therefore embodies a motivated 

employee, thereby giving light to the essential association between 

leadership style and employee motivation.  

Tsai, Tsai and Wang (2011) takes on a dissimilar emphasis regarding how 

leadership styles are applied. The effects of employees‟ leadership styles, 

efficacy, organisational commitment, and emotional intelligence are 

investigated in their research with the use of SEM, which Bahmanabadi 

(2015) also used in his own study. The results of Tsai and colleagues’ 
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(2011) study denote that the supervisor’s leadership style is positively 

impacted by his/her emotional intelligence, indicating that with high 

emotional intelligence, the leader can embody exceptional leadership skills 

to help motivate employees for the development of their self-efficacy. The 

study also indicates a significant positive relationship between self-efficacy 

and organisational performance. The results suggest that the leader’s 

emotional intelligence is vital to the other outcomes of the organisation, 

including employees’ self-efficacy, organisational performance, and 

organisational commitment. This denotes that a mediating role is played 

by the leader’s emotional intelligence vis-à-vis the link between leadership 

style and the self-efficacy of employees.  

The impact of leadership on organisational commitment is the focus of the 

study of Oztekin, Isci and Karadag (2015) as they look into the association 

between the organisation and its employees, with reference to 

organisational commitment and job performance. It is posited that 

organisational commitment involves leadership, which is an important 

factor of job performance. Additionally, recent studies have investigated 

the link between organisational commitment and leadership styles, 

revealing the positive relationship between paternalistic leadership and 

organisational commitment (e.g.). Oztekin and colleagues‟ findings reveal 

a note-worthy insight about the association between organisational 

commitment and job performance, taking into account the concept of 

employee motivation. 

 

Employee Motivation  

Employee motivation according to Lin (2001) refers to the psychological 

factors which determine the behaviour of the employee in a given 

organisation. Agreeing with this definition, Hafiza, Shah, Jamsheed & 

Zaman (2001) add that employee motivation involves certain process, 

which, taken together, has a significant impact on the behaviours of the 

employees. Adding a third rejoinder, Egan and Kim (2013) note that 

employee motivation refers to anything that elicits voluntary positive 

action or mind-sets from employees. Thus, this discussion considers 

employee motivation to involve three major parameters, which are any 

psychological factors that influence the attitudes and behaviour of 
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employees to think and act positively in a voluntary manner. Employee 

motivation can have been studied from the perspective of some theories, 

which include equity theory and discrepancy theory, among others as 

discussed in the following section. Clear evidence about organisations’ 

focus on the retention of motivated employees has been demonstrated in a 

number of studies. Although the academic literature cites motivation as a 

broadly discussed topic, this is not the case with employee motivation in 

the Omani private sector, specifically in the banking sector. Thus, the aim 

of Araimi’s (2013) study is to identify some insights about the 

determinants of employee motivations in this sector in Oman. Using a 

cross- sectional method, a survey is conducted on 105 employees, which is 

analysed through correlational methods. The study evidently sheds some 

light on the value of relationship between employees and their co-workers 

with regard to motivation. It is useful to the topic of investigation as it 

discusses the concept of employee motivation and likewise explains how 

employee motivation is well-cited in the literature, validating its relevance 

to a well-managed organisation.  

 

The Link between Perceived Leadership Style and Employee Motivation  

As noted by Jing and Avery (2008) the purpose of leaders is to create 

impact an influence on an organisation’s dimension, and relationship with 

other stakeholders. Mahmood and Basharat (2012) state that, 

communication of a leader is important and has an effect of causing 

charisma to instil confidence and trust in the followers. Leadership style as 

defined by McCleskey (2014) involves the various modes that the leader 

uses to influence people to get the job done by use of inspiration rather 

than the use of coercive powers and authority. Leadership is all about 

influencing the thoughts, attitudes, and behaviours of other people that 

leads to increased motivation (Mahmood and Basharat, 2012).  

A study done by Somech (2006) shows leaders give direction to the 

organisation and make strategic plans for the organisation. As such, 

Memon (2014) states that numerous leadership styles are applied all over 

the world today in many organisation with an ultimate goal of achieving 

the best from the employees. Their reasons for this variation include 

changes in social values, technology and political system (Nemaei, 2012). 
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Such a change, a s noted by McCleskey (2014) may make a leadership style 

that was previously effective and efficient to be ineffective, organisations 

need to adopt leadership styles that matches with their objectives and one 

that will have a great impact on their employees. In their study about 

leadership style and motivation, Khuong and Hoang (2015) denote that 

leadership styles strongly influence employee retention and the 

development of employee motivation. Additionally, a positive association 

is found between employee motivation and charismatic leadership, 

relation-oriented leadership, and ethic-based leadership. 

According to Zhang (2011), employee motivation has long been viewed as 

a necessary element in business performance. In line with this, a strong link 

has been made by a number of consultants and academic researchers 

regarding employee motivation and organisational performance, whilst 

other studies indicate that around 80 percent of the workforce do not 

experience motivation in the workplace. This then leads to low 

productivity, as a disengaged workforce has a corresponding cost to the 

business; thereby allowing the topic of employee motivation an important 

attention for managers and human resource practitioners alike. However, 

even though a practical importance has been demonstrated for employee 

motivation, relatively little research about the leadership field has been 

carried out. Thus, in order to obtain valuable insights into employee 

motivation levels, Zhang’s (2011) study examines the relationship 

between employee motivation and four leadership styles, namely: 

classical, visionary, transactional, and organic leadership styles. The extant 

literature recognises the influence of follower characteristics in the 

leadership equation. Using a sample of 439 respondents, the study reveals 

that employee motivation is negatively related to employees’ perception of 

the leader’s classical and transactional leadership styles, and is positively 

related to visionary and organic leadership styles. These findings provide 

a useful insight regarding which leadership style/s should be adopted by 

leaders and organisations in promoting employee motivation.  

 

Theoretical Framework 

Leadership discourse currently operates as a decentralized body of 

literature with multiple theories and styles being prevalent. A centralized 
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theoretical construct coupled with a sound methodology for analogy 

encompasses all current theories and styles (except the Great Man Theory) 

in an effort to optimize opportunities for leadership success. Significant 

amount of research, dialogue, writing and communication need to be 

conducted to get the parameters of the leadership theories effectively. 

 

Behavioural Theory 

Behavioural theories of leadership are based on the belief that great 

leaders are made, not born. This leadership theory focuses on the actions 

of leaders not on intellectual qualities or internal states. According to the 

behavioural theory, people can learn to become leaders through training 

and observation. Naylor (2009) notes that interest in the behaviour of 

leaders has been stimulated by a systematic comparison of autocratic and 

democratic leadership styles. 

This study would focus on the Democratic Leadership Theory as basis of 

discourse. These are behavioural leadership styles that thrive on the 

concept of social equality such that the leader enlists the aid and support 

of group members, sharing decision making powers thus promoting group 

involvement and participation. The style is based on the notion that every 

member of the group should play a part in group decision making 

processes, though guidance and control of the group by a specific leader 

isn’t compromised. Honesty, competence, inspiring, intelligence, humility, 

broadmindedness, courageousness are some of the essential 

characteristics of democratic leaders. 

 

Empirical Review 

Perceived leadership style and employee participation are likewise 

examined in the article of Mitonga-Monga, Coetzee and Cilliers (2012). The 

authors look into how individuals differ in relation to leadership style and 

employee participation with respect to demographic factors, such as 

gender, age, and education. The results reveal a significant relationship 

between how the participants perceive leaders‟ behaviour and how they 

perceive employee participation. It is found out male participants have a 

more significantly positive perception of their leader’s approach compared 

to female participants. Moreover, participants with graduate and post-

http://article.sapub.org/10.5923.j.mm.20150501.02.html
http://article.sapub.org/10.5923.j.mm.20150501.02.html
http://article.sapub.org/10.5923.j.mm.20150501.02.html
http://article.sapub.org/10.5923.j.mm.20150501.02.html
http://article.sapub.org/10.5923.j.mm.20150501.02.html
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graduate degrees have more significantly positive perception of employee 

participation compared to those with undergraduate degrees. Mltonga-

Monga and colleagues’ (2012) study is useful to the present research as it 

adds new knowledge about leadership style and employee participation, 

which may be utilised in addressing the research problem.  

Gopal and Chowhudry’s (2014) study explores how leadership styles 

influence employee motivation by using a questionnaire method involving 

50 respondents. The results reveal a moderately motivated direction 

between employees and transformational and transactional leadership 

styles, which are the dominant leadership styles cited in the article. This 

denotes that various factors of leadership style have different effects on 

employee motivation. Gopal and Chowhudry’s (2014) study is useful to the 

current research endeavour as it offers an insight into the impact of 

leadership style factors on employee motivation, which can help in tackling 

the research problem. 

A researched was conducted by Widayanti & Putranto (2015) on Analysing 

the Relationship between Transformational Leadership and Transactional 

Leadership Style on Employee Performance in PT.TX Bandung in 

Indonesia. The sample size used by the researcher is 92. The objective of 

this research is to find the relationship between transactional and 

transformational leadership to employee performance and the significant 

relationship between these two variables. This research consists of 

primary and secondary data. Primary data was collected through 

Multifactor Leadership Questionnaire (MLQ) based on Slovin Theory 

method. Secondary data was collected from the office assessment of 

employee performance. Validity and reliability test were used to measure 

quality of data. Multiple regression analysis is used to find the relationship 

because it has more than one independent variable. Data was sent for pass 

the classic assumption tests such as multicollinearity test, normality test, 

heteroscedasticity test and autocorrelation test before multiple regression 

analysis. The result proved that transactional and transformational 

leadership has positive relationship and it effects to employee 

performance either concurrently or partially.  

Akram, et al. (2012) conducted a research title How Leadership 

Behaviours Affect Organizational Performance in Pakistan. Sample size 
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used by the researchers is 1000, where 500 questionnaires were 

distributed to managers and another 500 to employees of various private 

and public sector companies in 66 cities through random selection. Non-

probability sampling technique is used in this study. Two questionnaires 

were designed for managers and employees. Questions were related to 

leadership behaviours and organizational performance. Five point Likert 

scale was applied. Correlation analysis and regression analysis were 

applied to analyse the relationship and the effect of leadership behaviours 

on performance. SPSS version 16 was used to analyse the reliability of 

questions, and the reliability was checked in term of Cronbach’s Alpha. The 

findings concluded that leadership behaviours are interrelated and have 

high positive impact with employee performance.  

Nasir, et al. (2014) did a research on The Relationship of Leadership Styles 

and Organizational Performance among IPTA Academic Leaders in Klang 

Valley Area in Nigeria. The study used correlation methods to measure the 

relationship between leadership styles and organizational performance. 

Five public universities in Selangor were chosen. 201 academic leaders 

were chosen as the sample size. The questionnaire prepared in a form of 

closed-ended questions. The survey instruments from Kouzes and Posner 

Leadership Practices inventory-Individual Contribution Self Survey 

(1997) and Multifactor Leadership Questionnaire (MQL) had been 

adapted. Likert-Scale was used. All data were analysed by using SPSS 

version 20.0. The hypothesis testing from normality test with Normal 

Probability Plots for variables and other visual presentation measures such 

as histogram and box plot. Pilot test is used to test the consistency of 

questionnaire. Cronbach’s alpha is used to test reliability. The findings 

concluded that leadership behaviours are interrelated and have high 

positive impact with organizational performance.  

 

Research Gap 

The study has been researched by many authors but very scanty in Nigeria 

and all those who conducted this research work looked at it from the macro 

view, that is, Nasir, et al. (2014) their findings concluded that leadership 

behaviours are interrelated and have high positive impact with 

organizational performance. Mltonga-Monga and colleagues’ (2012) study 
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is useful to the present research as it adds new knowledge about leadership 

style and employee participation, which may be utilised in addressing the 

research problem. As a result, the study attempts to fill the gap in literature 

by examining the effect of leadership style on the motivation of workers in 

the public sector. 

 

METHODOLGY  

This study conducted an explanatory research as the study needs to 

investigate the impact of leadership styles on the motivation of employees 

in the public sectors.  

The most suitable method to collect primary data is to distribute 
questionnaire. A five-point Likert scale questionnaire was developed to 
provide the respondents ease of answering the questions as per their level 
of agreement. The Likert scale follows the format of: 1) Strongly Disagree; 
2) Disagree; 3) Neither Agree nor Disagree; 4) Agree; 5) Strongly Agree. 
The development of the questionnaire was based on the following 
variables; democratic leadership, autocratic leadership, laissez-faire 
leadership and employee performance. 
A total of 150 questionnaires were distributed using convenience sampling 
method to employees from different departments such as administration 
department, marketing department, sales department, production 
department, human resource department, service department, finance 
department and management. Convenience sampling method was applied 
as it is affordable, easy and subjects are readily available. However, only 
130 questionnaires were filled. 30 respondents filled the questionnaire yet 
they did not complete it and other 20 did not cooperate, which gives a total 
of 100 valid responses hence a total of 67 percent valid response rate.  
Quantitative approach was used in this study and it involved using 
statistical tools to evaluate the collected facts and data. SPSS is the software 
used in analysing the collected data to gain meaningful conclusions. Data 
analysis, normality test, reliability test, descriptive analysis and regression 
analysis was conducted by using SPSS to determine the impact of 
leadership styles on employee performance. 
 

DATA ANALYSIS AND INTERPRETATION OF RESULTS 

Descriptive Analysis  

In descriptive analysis, the variable is ranked by referring to the values of 

standard deviation and mean. The highest value of standard deviation from 
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mean indicates the independent variables produce highest impact on the 

dependent variables.  

 

Table 1 Descriptive statistics 

 N  Mean  Std. 

Deviation  

Democratic  100  3.784  .8124  

Autocratic  100  3.404  .7330  

Laissez-Faire  100  3.416  .5858  

Employee 

Performance  

100  3.720  .6724  

Valid N (listwise)  100    

 

Based on the table above, democratic leadership style has the highest mean 

value corresponding to 3.784 and standard deviation value of 0.8124 

indicating that democratic leadership style is highly correlated with 

employee performance. Laissez-faire leadership style scores the second 

highest mean value corresponding to 3.416 and standard deviation value 

of 0.5858 indicating that laissez-faire leadership style is fairly correlated 

with employee performance. Autocratic leadership style has the lowest 

mean value corresponding to 3.404 and standard deviation value of 0.7330 

indicating that autocratic leadership style is poorly correlated with 

employee performance. 

 

Regression Analysis  

When Durbin-Watson are at value of 2, it means there is no auto 

correlation, value approaching 0 means there is positive correlation, and 

value towards 4 means there is negative correlation. The rule of thumb is 

that a “good fit” model is predicted by a minimum of 60 percent variance 

in dependent variable making the model for the research a good fit by 

having a value of Adjusted R Square higher than 60 percent. Durbin-

Watson test calculates the auto correlation of the residual from the 

regression analysis which state that the acceptable range for Durbin-

Watson is within the range of 1.5-2.5. 
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Table 2 Model summary 

Model  R  R Square  Adjusted 

R Square  

Std. Error 

of the 

Estimate  

Durbin-

Watson  

1  .729a  .531  .517  .4675821

4698264

7  

1.659  

a. Predictors: (Constant), Laissez-Faire, Autocratic, Democratic  

b. Dependent Variable: Employee Performance  

 

According to the above table, R square value is 0.531 which indicates that 

53.1 percent of the dependent variables can be predicted by independent 

variables. The adjusted R square is 0.517 which shows that model is not a 

good fit model as the value is less than 0.60. The Durbin-Watson value 

shows no auto correlation among the selected respondents for this study 

as the value falls in a range of 1.5-2.5.  

Additional analysis will be on coefficients where the range of alpha value 

of 0.05, 0.001 or 0.01 is used to explain the significant of the variable. 

 

Table 3 Coefficienta 

 

 

Model 

Unstandardized 

Coefficients 

Standardize

d 

Coefficients 

 

 

t 

 

 

Sig. B Std. 

Error 

Beta 

1 (Constant

) 

1.477 .362  4.081 .000 

Democrat

ic 

.481 .064 .581 7.542 .000 

Autocrati

c 

-.154 .068 -.168 -2.274 .025 

Laissez-

Faire 

.277 .090 .241 3.071 .003 

a. Dependent Variable: Employee Performance 

 

As per shown on the above table, democratic leadership style beta 

coefficient value is 0.581 with a significant value of 0.000 which is lower 

than 0.01, hence democratic leadership is found to have a positive 

significant impact on employee performance. This finding is similar to 

Ojokuku, et al. (2012) where they found that democratic leadership style, 
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in which employees are allowed to have sense of belonging, believed higher 

responsibility can be carried out with little supervision, and leaders help 

followers achieve their visions and needs, enhance organizational 

efficiency. This had been supported by Iqbal, et al. (2015) and Bhatti, et al. 

(2012) research. 

Autocratic leadership style beta coefficient value is -0.168 with a 

significant value of 0.025 which is higher than 0.01, hence autocratic 

leadership is found to have a negative significant impact on employee 

performance. This finding is similar to Jayasingam & Cheng (2009) where 

they found autocratic power produces negative influence on employee 

performance. This has been supported by Puni, et al. (2014) and Akor 

(2014) research.  

Laissez-faire leadership style beta coefficient value is 0.241 with a 

significant value of 0.003 which is lower than 0.01, hence laissez-faire 

leadership is found to have a positive significant impact on employee 

performance. This finding is similar to a study conducted by Chaudhry & 

Javed (2012) in which the result indicates that there is positive and 

significant relationship between laissez faire leadership and employee 

performance. This had been supported by Nuhu (2010) and Sougui, et al. 

(2016) research.  

 

Discussion of Findings 

The results indicate that democratic leadership has a positive significant 

impact on employee performance. This supports Iqbal, et al. (2015) that 

stated under the influence of democratic leadership employees to some 

extent has discretionary power to do work that leads to a better 

performance. Therefore, democratic leadership produces more motivated 

employees that eventually leads to an increased performance. H1: 

Accepted  

The results show that autocratic leadership has a negative significant 

impact on employee performance. This supports Jayasingam & Cheng 

(2009) that stated autocratic leaders dominates all actions and decisions 

all the while restricting the innovativeness and creativity of employees. 

Therefore, autocratic leaders tend to limit the performance of employees.  
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H2: Rejected  

The results show that laissez-faire leadership has a positive significant 

impact on employee performance. This supports Sougui, et al. (2016) that 

stated laissez-faire leaders allow freedom on how employees do their work 

and employees perform with no leadership barriers. Therefore, employee’s 

performance is better as employees enjoy working with less authority from 

leaders. H3: Accepted  

 

Table 4 Summary of hypothesis 

Hypothesis  Beta 

value  

Sig  Result  

H1: Democratic leadership style has a 

positive significant impact on employee 

performance  

0.581  0.000  Accepted  

H2: Autocratic leadership style has a 

negative significant impact on employee 

performance  

-0.168  0.025  Rejected  

H3: Laissez-faire leadership style has a 

positive significant impact on employee 

performance  

0.241  0.003  Accepted  

 

IMPLICATION, CONCLUSION AND RECOMMENDATIONS 

Conclusion  

Based on the results, democratic leadership style has a significant positive 

impact on employee performance. This indicates that when democratic 

approach is applied, performance of employees would increase. Therefore, 

Nigerian leaders is encouraged to adopt democratic leadership style and 

involve team members in the decision making process since it is confirmed 

that performance of employees is the best under this style of leadership. 

Nigerian leaders should encourage innovation, team work and creativity 

that leads to job satisfaction, increased productivity and subsequently 

increased performance.  

Autocratic leadership style, however, shows a significant negative impact 

on employee performance. This indicates that performance of employees 

would not increase when autocratic approach is applied. Even though 
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Nigerian leaders prefer and are most known to lead through autocratic 

leadership style, in the view of globalization, autocratic leadership style 

may no longer be accepted by employees who are now becoming more 

knowledgeable, independent and competent.  

Laissez-faire leadership style has positive impact on employee 

performance, which indicates that employee performance would increase 

when laissez-faire leadership style is applied. Laissez-faire leadership style 

is considered as moderate leadership style. This technique is being suited 

when employees understands their responsibilities well and possess 

strong analytical skills. This approach can be used when leaders are very 

much confident on team members and in any condition should not blame 

each other for mistakes.  

 

Recommendation  

Organizations need to have highly capable leaders to lead their employees 

in daily operation and accomplish the organizational goals. Based on the 

findings of this research, democratic leadership style has greater impact 

than laissez-faire leadership and autocratic styles in terms of employee 

performance. In order to stay in the competitive business environment, it 

is recommended that the right leader with high capability be identified at 

all levels of the organization, especially public sectors in Nigeria. 

Organizations in Nigeria should make use of the recommendations to 

adopt democratic leadership instead of autocratic leadership style. It 

should be known that employees are the most important asset in the 

organization, and employee performance highly depends on leadership 

style. Organizations with good leadership capability will further improve 

performance. Therefore, serious attention should be given to make 

leadership a higher priority.  

 

Contribution of Knowledge 

The study will provide valuable information that will enable employee to 

know what leadership is all about in an organization. The study will also be 
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of immense importance to the management of the organization under 

study as well as practicing managers or leaders to monitor the 

performance of employee in their organization.  It will also serve as 

reference document to students, government other researchers, scholars, 

leaders and employees by contributing towards the advancement of 

knowledge in management and other field.  

 

Suggestions for Future Studies  

The upcoming research may be conducted with inclusion of more and 

different variables such as gender of superior and number of years working 

with superior. As only one organization participated in this study, future 

researcher could widen the number of organizations. The future 

researcher can enlarge a bigger sample data size in different industries 

such as travel, banking, retailing services and hospitality industries for a 

broader view. Furthermore, researcher can expand this model to include 

employees work outcomes such as turnover intention, work performance 

and work commitment. In addition, the future researcher should focus on 

other organizations – be it government sector or private sectors. 
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