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ABSTRACT
The primary purpose was to assess the influence of leadership styles on employee
performance at Atibie Government Hospital. A quantitative methodology was
adopted for this study and this research used descriptive survey design. Two
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CHAPTER ONE

INTRODUCTION
Leadership is an art of motivating a group of people to achieve a specific
goal. Keith (2009), defined leadership as an ultimately about creating a way for
people to contribute to making something extraordinary happen. Moreover,
according to Hersey and Blanchard (2018), leadership is the process of influencing
the activities of an individual or a group in efforts toward goal achievement in a
given situationl. In order to improve the organisational performance leaders are

required to motivate organisational members by developing the future vision.

Background to the Study

In today's society, flow of life depends on effective leadership in several
aspects such as;organisations development, survival of community, work function
and effective performance. Organisations have been established to.address social
needs and group_activities. However, over the years, leadership has presented a
major challenge to practitioners and researchers alike (Welch, 2011). Leadership is
a hugely valuable and.complex phenomena. It.iS a process.that is comparable to
management in many aspects, as it involves influence and requires interacting with
people; both of which.management requires (Woods & Woods, 2010). According
to Tepper and Taylor (2013), a manager's leadership style and support have a
significant impact on employee engagement.

Leadership is not "one size fits all" thing; often, a manager must adapt their
style to fit a situation or a specific group and this is why it is useful to gain a

thorough understanding of various leadership styles; after all, the more approaches
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the manager is familiar with, the more tools they will be able to use to lead
effectively (Selznick, 2011). The concept and definition of leadership style may
differ from one person, or situation, to the other. The word “leadership” has been
used in various aspects of human endeavour such as politics, businesses, academics,
and social works (Fu-Jin., et al., 2010; Hackman & Wageman, 2007). Previous
views about leadership show that it is a personal ability (Akpa, et al., 2011).
Although the importance of quality healthcare in-nation building cannot be over
emphasized, it is dependent on effective administration and leadership style in the
healthcare institutions (Olowookere & Elegbeleye, 2013; Awolusi, 2013). The
suecess of the Ghanaian healthcare system is highly dependent:on the leadership
style it adopts. Through an effective leadership, employees are motivated to
contribute te.the growth and development of their various institutions.

Leadership, as described by Cummings, et al. (2018), is one of the key
determinants associated with the success and failure of.any health organisation.
According to them, leadership style is the manner in which people are directed and
motivated by aleader to achieve organisational goals. Leadership in the healthcare
IS seen as a crucial theme in the growth agenda as it acts as-a core agency for
achieving every health goal, and this explainsswhy it is part of the six building
blocks (Alam & Mohammad, 2010). Many: researchers and scholars have clarified
the meaning of leadership (Asaman, et al, 2016; Cummings, et al. 2010) and in their
definitions, it was realized that leadership is not just about having the power to

command, but also a process of seeking ways to achieve organisational goals
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through inspiration, providing support, influencing subordinates, sharing ideas and
putting into practice what the leader wants the subordinates to do.

Leadership in health care has been defined as mobilising, influencing and
communicating the organisational vision to inspire, motivate and empower others
to work towards achieving this vision (Acquino 2015; Khan, et al., 2018). Effective
leadership requires some managerial skills, and vice versa. Two leadership styles
widely discussed in the literature are: transformational and transactional (Afsar, et
al., 2017; Kark, 2018; Purwanto, et al., 2019). Transformational leadership is able
to guide subordinates to feel intrinsically motivated to perceive their performance
in.terms of.the interest of the general. good, so they strive.topromote organisational
goals (Alrowmwad & Abualoush, 2020; Delegach, et al., 2017). Elements of
transformational leadership include intellectual stimulation by encouraging worker
creativity “and innovation, encouragement and support through mentorship,
inspirational motivation through presenting a clear_vision, meaning of task,
empowering and giving subordinates challenging tasks. Leaders also have charisma
and serve as role models who'take initiatives (Reza, 2019).

Transactional leadership onthe other hand is defined as leadership style that
ensures that workers work aecording.to the rulesand.regulations of the organisation
(Mickson"& Anlesinya, 2019). Transactional leadership style punishes those who
do not work hard and rewards those who are hard working. It also includes leaders
who would wait till things go wrong, then they come in to punish, correct and teach
them (Aberese-Ako et al., 2018). Bass (1990) contends that transactional leadership

is more feasible to organisations in modern times in getting their staff to perform
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tasks for a fee. However, Bass (1990) argues that such an approach gives room to
mediocrity, as it is ineffective and counterproductive, because staff might not take
initiatives but will only wait for events to occur before they take action. Studies
suggest that transactional leadership can only be exercised when the leader has
power to reward and to punish, which is lacking in most public sector organisations
(Bass 1990). However, Jameel and Ahmad (2019) argues that transactional
leadership has proven to be effective for change and efficiency compared to other
leadership styles.

In resource poor countries such as Ghana, studies suggest that negative
werkerattitudes including absenteeism, conflicts, latenesstowork, poor citizenship
behaviour, which have a direct impact on guality of health care provision in public
health facilities are largely an outcome of poorworkersmotivation (Aberese-Ako et
al., 2015;Agyapong & Boamah, 2013; Ansong-Tornui et al., 2017; Mbindyo, et
al., 2009)..Motivated workers exhibit positive attitudes thatensure that work is done
efficiently and quality. care provided to clients (Aberese-Akoet al., 2015; Purohit
& ‘Bandyopadhyay, 2014)."leeadership style cansinfluence job satisfaction and
worker motivation (Okello & Gilson 2015).

Transactional leadership has<been noted to.motivate workers through an
exchange ‘process Involving extrinsic_rewards, rules and compliance (Caillier,
2014). Transformational leadership on the other hand has been noted to motivate
workers through inspiring them to rise above their personal interest for the good of
the organisation and its goals (Zhang & Bartol, 2010). Aberese-Akol et al. (2018)

found that effective district hospital management and leadership is influenced by
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contextual factors; and not just individual manager’s knowledge and skills.
According to them there should be interventions to strengthen management and
leadership of public sector hospitals in low- and middle-income countries like
Ghana by underpinning the study with transformational and transactional

leadership theory.

Statement of the Problem

Any successful healthcare system must have strong leadership, which is
both essential and necessary. The Director of the Ghana Health Service cited a lack
of teamwork and team butlding as two significant barriers inhibiting the successful
delivery of health services in the nation in the introduction to the 2018 Ghana
Health Service Annual Report (Kyilleh, Tabong & Konlaan, 2018; Fonta et al,
2017). The medical professionals at Atibie Government Hospital as well as the rest
of the nation ought to take this as a serious wake-up call. This=illustrates the
leadership dilemma in the health sector. Strong leaders must be given top. attention
In Ghana's reforms to the health sector due to the global dearth of leadership in
transformative and visionary healthcare.

There is a wealth of research on the connection between leadership and
worker performance. However,the majority of these studies were carried out in
Europe, America, and some regions of Asia (Cummings et al, 2018; Khan, Sentosa
& Salman, 2018; Purwanto et al, 2019; Kark et al, 2018; Afsar, et al, 2017). There
has been little investment in and research into leadership methods in Ghana and
Africa as a whole (Aberese-Ako et al, 2015; Ansong-Tornui et al, 2017). Due to

the lack of study on management techniques and other aspects influencing
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employee performance, Ghana also bears the risk of further depletion or escalating
its human resource issues, according to the Amoah (2018). This research is
necessary to identify any vulnerabilities to employee underperformance and to take

advantage of any strengths that are found. This study intends to investigate how

leaders at Atibie
on employee

employee

1) What is the lea actice demonstrated by leaders at Atibie

Government Hospital?

2) What is the effect of transformational leadership practices on employee

performance at Atibie Government Hospital?
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3) What is the effect of transactional leadership practices on employee

performance at Atibie Government Hospital?

Significance of the Study

ontribution to the

on employees’
cal context. This
to examine their
influence the job
ay also form the

urrent and future

sloyee performarnce as the dependent

' w | AN
et populatio e.the subordinate’ e es who work under

ors who hold positions.

Definition of Terms
The practice of leadership as used in this study encompasses all a leader 's
instructions, plans and programs and how plans and programs are executed and how

workers are empowered to do their job.
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Transformational leadership is defined as a leadership approach that causes
change in individuals and social systems.

Transactional leadership focuses on supervision, organization, and

performance.

plishment of the

ommitted profile

ground of the study,

nce, delimitation

es and methods
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CHAPTER TWO
LITERATURE REVIEW
Introduction

This chapter presents the theoretical, conceptual and empirical reviews on

eptual framework

tional theories of

ply appreciation for merit raises,
bonuses, and job accomplishment. Positive reinforcement, merit-based
remuneration for promotions, improved performance, and cooperation for

collegiality could all be exchanged for good work. Instead, the leaders could
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concentrate on mistakes, refuse to act, and put off making decisions (Cho, Shin,
Billing & Bhagat, 2019). This approach is known as "management by exception,"
and it can be divided into passive and active transactions. The timing of the leaders'
engagement determines how these two sorts of transactions differ from one another.
The leader regularly assesses performance in the active form and makes an effort

to act pro-actively (Avolio & Bass, 1997).

Transformational Theory

Transformational leadership theory was introduced by Burns (1978) and
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 in
processes or activities related to personal factor towards the organisation and a
course that willyield certain superior social dividend (Eliyana & Ma’arif, 2019).
The transformational leaders raise the motivation and morality of beth the follower
and the leader(House & Shamir, 1993). It is considered that the‘transfermational
leaders engage in interactions with followers based on common values, beliefs and
goals: This impaets the performance leading to the attainment of goal. As per Bass,
transformational leader, attempts to induce followers‘to reorder their needs by
transcending self-interests and strive for higher order needs.

Transformational leadership theory conforms 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

10
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focus on followers’ needs and input in order to transform everyone into a leader by
empowering and motivating them (House & Aditya, 1997). Emphasis from the
previously defined leadership theories, the ethical extents of leadership further
differentiate the transformational leadership (Ghasabeh et al, 2015).

The ability of the transformational leaders to see the need for change, win
the support and commitment of others, develop a vision that directs change, and
embed the change is what makes them effective (Bums, 2003). These leaders give
each subordinate personalized attention and try to improve their consciousness,
morals, and talents by making their work meaningful and challenging (Andersen,
2015): These leaders appear to.have.a positive and reassuringoutiook for the future.
They are inspirational leaders who try to enlist the better nature of their followers
to'nudge them in the'direction of higher and more universal wants and goals (Bums,

2003).

Concept of Leadership

Leadership is an.art of motivating:a group of people to achieve a specific
goal. Keith (2009), defined leadership as.an ultimately about creating a way for
people to.contribute "t0 making something extraordinary happen. Moreover,
according to Hersey and Blanchard (2018),leadership is the process of influencing
the activities of an individual or a group in efforts toward goal achievement in a
given situationl. In order to improve the organisational performance leaders are
required to motivate organisational members by developing the future vision. It is
the human factor which binds a group together and to improve their performance

and to direct them towards goals (Adair, 2012). Therefore, leadership can also be

11

Digitized by Sam Jonah Library



© University of Cape Coast https://ir.ucc.edu.gh/xmlui

defined as a social influence process in which the leader seeks the voluntary
participation of subordinates in an effort to reach organisation goals (Omolayo,
2017), and transforms potential into reality.

A leader is a person who delegates or influencing others to act to carry out
specified objectivesl (Mullins, 2014). Therefore, Koudri (2019), suggested that,
leaders have to deal and cope with change, focusing on the long-term and the big
picture, not always doing to safe himself in fact to take risks, and concentrating on
people and their values, not just the bottom line. Therefore, leadership has
fundamental aim to raise the performance of human behaviour and ethical
aspiration-of both leader and the.management rather simplyusing people and their
potential for fulfilling an organisation ‘s goals. The effective leadership highly
influence on_the performance, behaviours and attitudes of employees. Hence,
according ta Collins (2015) leadership is more focus on‘empowerment rather than
controlufor. the development of employees ‘performancesTherefore, organisations
required ‘effective leaders who can adopt to the rapidly changing global
environment with appropriaterleadership styles. Moreover, good leader.should have
ability to employ most suitable leadership style which. best fits with the

organisational culture to improve employee performance.

Transformational Leadership

The term "transformational feadership™ refers to a leadership style that
affects both individuals and social systems to change. It promotes valuable and
good change in followers in its ideal form, with the eventual goal of growing

followers into leaders. Transformational leadership invented as a result of the

12
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researcher Bass (1985), which is one of the effective leadership styles. According
to Bass (1997), the goal of transformational leadership is to transform ‘people and
organisations in a literal sense to change them in mind and heart; enlarge vision,
insight, and understanding; clarify purposes; make behavior congruent with beliefs,
principles, or values; and bring about changes that are permanent, self-perpetuating,
and momentum building. Therefore, transformational leaders provide guidance for
employees to change the way of looking at opportunities and challenges within their
working environment (Gomes, 2014). Leaders seek not only to achieve outcomes
but also to optimize individual, group and organisational development and
innovation.skills of employees.. They encourage their associates to attempt higher
levels of potential as well as higher levels of moral and ethical standards (Ghasabeh
et'al, 2015).. Therefore, transformational leaders are more practical.

Leaders and employees getting time to share fates and interdependence by
improving.mutual understanding of each other. It enhancesthem to.achieve rewards
which is“good for the entire organisation. According to Bass et al. (2013),
transformational leaders will'focus-on developing.their followers by tapping them
of their potentials, nspiring them, promoting collaboratien, metivating them, and
by reinforcing positive behaviours. In‘such a leadership employee often develop a
high level'of trust and confidence. Thus, the employees develop a strong sense of
loyalty to leaders, after identifying-themselves with the leaders. The style has been
composed of four dimensions such as; idealized influence, inspirational motivation,
intellectual stimulation and individualized consideration (Storey, 2014). In fact, all

these transformational leadership behaviours (individualized consideration,

13
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inspiration, intellectual stimulation and charisma) provide high-performance and
active leadership which has positive and high impact on employee satisfaction and
improvement of organisational situation (Hoy & Miskel, 2018). These four styles
are often referred to as the Four I‘s of transformational leadership which is
described in below:

Individualized Consideration: These types of leaders spend time
coaching and teaching their followers after considering each follower needs. all the
followers treated as individuals, rather than simply group members. Leaders
providing support, open communication and identifying places where challenges
couldroceur,_enhanced to promote. self-development for-followers. Moreover, it
provides a good opportunity to hold the need for respect and to identify the
contribution.of each follower to the team.

Intellectual Stimulation: This is the second factor of transformational
leadership.which'tends leader to seek different perspectives of ‘followers while
solving a'problem. Even though leaders have to take a risk within this behaviour,
this style motivates and encourage creativity of followers to look at these problems
from a different angle and to get rid of traditional thinkingdy suggesting new ways
of leoking at how. to complete assignments: Therefore, this style capable of
cultivate and develop people who think independently. Followers are invited to ask
questions, to make assumptions and more often re-examine critical assumptions to
question if those assumptions are appropriate and accurate. Moreover, for a leader
this provides an opportunity to learn about unexpected situations though their

followers. This factor of transformational leadership is engrained naturally within

14
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the social sector because employees are often attracted to certain non-profits
because they are aware of the direct impact they can make.

Inspirational Motivation: This is the third factor of transformational
leadership, which concerns followers those who talk optimistically about the future;
therefore, the leaders articulate a convincing vision to inspire followers. They talk
about positive future goals that what needs to be accomplished. Followers have to
be more confident about their future goals what need to be achieved. A person who
uses inspirational motivation also creates an exciting image of what is essential to
consider. However, this motivational behaviour drives entire group forward with a
senserofsteam spirit, creating.general enthusiasm—especially: towards difficult
challenges. The main objective of this factor of transformational leadership is to
maintain optimism throughout all levels of the organisation by encouraging them
to invest mare effort in their tasks considering their abilities.

Idealized Influence: The fourth and final compenent of transformational
leadership is idealized influence. This enables followers to identify with the leader's
high moral standards, inspires pride;and earns respect and trust, all of which are
typically. associated with or equated with charisma. Leaders.who want to build a
strong group will put others' needs.ahead of their.own by making compromises
from their-own comfort zones. To show that they can comfort others that they can
overcome problems, these leaders frequently discuss their core principles and
beliefs as well as the value of trusting one another. because team members view the
leader as an iconic representation of the organization's beliefs and mission.

Increased personal commitment to organizational goals is encouraged by

15
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transformational leadership. According to Bass & Avolio (2013), transformational
leadership happens when leaders widen and elevate the interests of their team
members, create knowledge and acceptance of the goals and missions of the
organization, and inspire team members to put the group's needs ahead of their own.

As a result, it increases the followers' capacity, commitment, and efforts,
resulting in increased productivity for the organization (Lok & Crawford, 2019;
Mannheim & Halamish, 2018). As a result; the-majority of western nations have
incorporated transformational leadership as a strategy for organizational
development. According to a recent study by Chang (2013), transformational
leadership.styles tend to be more well-liked by staff members:and have an impact

on their level of job satisfaction and creativeness.

Transactional Leadership

Transactional leadership is defined by control, organizationgand short-term
planning. Leaders who adopt this style rely on a system of rewards and punishment
to motivate their followers. There are also'a few key assumptions associated with
transactional leadership::Rewards and punishments are motivating for followers. A
transactional style of leadership purely concentrationson everything in terms of
explicit._and implicit. contractual relationships. Self-interest for the jobs of
employees is stressed due to various conditions of employment, disciplinary codes,
and benefit structures along with all job assignments. Most of the time less
collaboration can be seen among employees because, most of them prefer to work
individually. However, transactional leadership allows leaders and follower to

work together rather working individually. Moreover, followers are rewarded if

16
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they meet targets or performance criteria (Trottier et al., 2018; Bass et al., 2013).
Transactional leaders communicate with their subordinates to explain how a task
must be done and let them know that there will be rewards for a job done well
(Avolio et al., 2011).

Transactional Leadership gives more weight on meeting specific goals or
objectives (James & Collins, 2018; Sosik & Dinger, 2017) established by the leader.
Leader should capable of recognizing the followers who should be rewarded based
on their performance. Hence, innovative thinking of subordinates of transactional
leaders are not essential. However, based on predetermined performance can be
monitored:.More effective transactional leaders take appropriate action in a timely
manner, whereas Poor transactional leaders may be less likely to anticipate
problems and to intervene before problems come to.the fore (Bass et al., 2013).
Constructive and corrective transactions are the associate behavioural types of
transactional leaders.

The constructive style is labelled contingent reward and the corrective style
is labelled Management-by-Exception (Bass et al:, 2013) which associates with
‘management’ functions in organisations (Bolden et al., .2013). To achieve these
behaviours, transaction leaders should define expectations and execute them.
Having compared to transformational leadership style transactional leadership style
is more effectively fits with many settings and occasions although it does not allow
to innovations and risks management. Moreover, A transformational leadership
style creates a vision and inspires subordinates to strive beyond required

expectations, whereas transactional leadership focuses more on extrinsic

17
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motivation for the performance of job tasks (Bolden et al., 2013, Trottier et al.,
2018; Bass et al., 2013). Transactional leadership accept innovations through
reinforcement and rewards, whereas transformational leadership would lead to
accept innovations by developing enthusiasm, trust, and openness.

Considering the above argument, to improve the employee performance
combination of these two leadership styles would minimize the weaknesses in
either style. Bass (1993), have developed the leadership model by considering both
transformational leadership and transactional leadership styles based on his belief
that they are not ends on a single continuum. For exceptional performance,
transformational leadership_behaviours need to augment:-transactional leadership
behaviours (Bass & Avolio, 1993). Therefore, the best performance can be
achieved by. using both transactional and transformational leadership behaviours
with subordinates. Transactional leadership consists of two dimensions. the
relationship among those dimensions is oriented teward leader—employee
exchanges, and they. represent relatively Jlow forms of leader activity and
involvement (at least when compared'with the transformational‘dimensions).

The transactional leadership dimensions are contingent reward and the
active management by exceptional behaviours..Contingent reward is an interaction
process between leaders and employees where leaders exchange promising rewards
for good performance and recognize accomplishments. Contingent reward involves
identifying employees ‘needs and facilitating the achievement of agreed objectives,
linking both to what the leaders expect to accomplish, and rewarding employees if

objectives are met (Bass, 2018). Contingent reward leaders tell an employee what

18

Digitized by Sam Jonah Library



© University of Cape Coast https://ir.ucc.edu.gh/xmlui

to do if he/she wants to be rewarded for his/her effort and arranges that the
employee gets what he/she wants in exchange for achieving objectives (Bass,
2015).

On the other hand, management-by-exception entails enacting pro-active
behaviours that try to prevent mistakes. Active management-by-exception leaders
are monitoring employees ‘performance, anticipating any deviations from
standards, and taking corrective action (Bass & Avolio, 1993). According to Bass
and Riggio (2016), active management-by-exception may be effective and even

required in some situations, such as when safety is of paramount importance.

Employee Performance

The conceptof "employee performance™ means the work accomplishment
of the worker after making the requisite effort to get a meaningful job, a committed
profile, and caring colleagues/employers around the job (Karakas;»2010). At the
most fundamental level, performance is a multi-component term;, and the process
aspect of performance, namely behavioural engagement, can be distinguished from
an expected outceme (Mallick et al, 2014).. The/behaviour here denotes the action
people exhibit to perform a job, while the result component states the consequence
of the work behaviour(Campbell;2014). The behavioral involvement and expected
outcomes are evidently linked to each other in @ workplace (Borman & Motowidlo,
2013), but the extensive overlap between the two constructs is not yet clear, as the
expected outcome is affected by variables such as motivation and cognitive ability

rather than the behavioural component. Performance in the context of task

19
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performance requires explicit work habits that include simple tasks assigned as part
of the job description.

Task performance requires more cognitive skills and is mainly promoted by
task knowledge (required technical knowledge or concepts to ensure job
performance and the ability to manage multiple tasks), task skills (application of
technical knowledge to execute tasks efficiently without much oversight) and task
habits (an innate ability to respond to assigned jobs that are successful) (Lievens et
al, 2008). Therefore, the desire to do the job and previous experience are the key
antecedents of task performance. Task performance is a contractual understanding
between-a.manager and a subordinate in an organisational'context to achieve an
assigned task. Entrusted task performance is divided into two segments:
performance. of the technical-administrative task and performance of the leadership
task.

The expected job performance is called technical-administrative task
performance, consisting of planning, organizing, and administering the day-to-day
work throughy one's technical.eapacity, business judgment; and 'so on. The
performance of the leadership role'is labeled by setting strategic targets, upholding
the performance standards needed, inspiring anddirecting others to perform the job
through encouragement, recognition and constructive criticism (Tripathy, 2014). In
the context of task performance,~-Borman and Motowidlo (2013) described job
performance as the efficiency with which job occupants perform their assigned
tasks, which realizes the fulfillment of the vision of the organisation while

proportionately rewarding organisations and individuals.

20
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Effective adaptive performance requires the ability of employees to deal
effectively with volatile work conditions (Baard et al, 2014), such as technological
changes, changes in one's core job assignment, organisational restructuring, and so
on. As an offshoot of technological innovation, developments in different new
occupations require employees to engage in new learning and to adapt effectively
to changes (Griffin et al, 2010). In such changed circumstances, staff are also
expected to adjust their interpersonal behaviour to work successfully with a wide
range of peers and subordinates. Griffin, Griffin et al (2010) cited in the context of
healthy job performance that job skills can help perform tasks, but adaptability and
proactivity...to one's job role.is. important to addresssuncertain business
environments.

In"addition to the mission and adaptability, attempts were made to assess
the ‘importance of non-job performance elements to create a better workplace
(Viswesvaran, & Ones, 2000). Industrial psychologists.have referred to such non-
Job compaonents as contextual performance .of organisational’ citizenship activity
that relates to'employees' voluntary-acts (Bateman;/& Organ, 2013) that intangibly
favor employers. Contextual performance is a kind of social behavior exhibited in
a job set-up by individuals:“These behaviours.are expected of an employee, but in
one's job description they are not publicly. listed.

Motowidlo (2016) defined-it as a behavior performed by a member of an
organisation, directed at a person, group, or organisation with whom the member
interacts while performing his or her organisational role, and ultimately carried out

with the intent of promoting the improvement of the individual, group or
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organisation to which he or she interacts. Many influential researchers in this field
have advocated that expected job performance carries two essential dimensions in
support of the aforementioned ideology; one as the work needed by an organisation
associated with one's role and the other as the discretionary work behaviour
(LePine, Erez, & Johnson, 2002; Van Dyne, & Lepine, 1998).

Impressing the significance of voluntary work behaviour or non-task
performance, it was later coined by psychologists as a contextual performance that
helps others adapt to the various roles of the job (Borman, & Motowidlo, 1993,;
Motowidlo, & Van Scotter, 1994; Motowidlo et al, 1997). Bergeron (2007) advises
that-multiple sub-dimensions™. such as teamwork, allegiance;=and determination
should consist of contextual performance. An active employee 1s assumed to work
with a sense of enthusiasm that contributes,to translation into not only high
performance but additional role behaviour' (Kahn, 1990). The contextual
performance is built on the basis of the "feeling and.perspective™ adopted by
employees regarding their colleagues (team spirit).

A kindiof fellow feeling.is strengthened by‘the team spirit, where workers
are happily and openly able to discuss their concerns and issues with each other
within the company (Jaworski, & Kehli, 2013). In.this context, previous studies
have advocated that growth in team spirit. within an enterprise result in improved
performance of workers and ‘a happier workplace (Alie, Beam, & Carey, 2018;
Boyt, Lusch, & Naylor, 2018; Cohen, & Bailey, 2019). Contextual performance is
a kind of attitude such as volunteering for additional work, helping others solve

difficult tasks, maintaining workplace excitement, cooperating with others when
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appropriate, sharing vital organisational development tools and knowledge,
complying with the prescribed rules and regulations, and promoting organisational
decisions for better change (Coleman, & Borman, 2010; Crook, Beier, Cox, Kell,
Hanks & Motowidlo, 2011).

Positive behaviour contributes to the development of an organisation's
stimulating atmosphere and environment, which helps to achieve individual
productivity and organisational effectiveness.. It IS proposed to incorporate
personality assessments and group discussion to measure the capacity of a
prospective candidate for contextual performance along with efficiency tests
(functionality and experience tests).to measure their jobsperformance in order to
select and induce the right workers in organisations. In recent years, several
methods and taxonomies have been developed to assess employee performance,

keeping these aspects in mind.

Relationship Between Leadership and Employee Performance

Relationship between leadership style and employee performance has been
discussed often.sxMost research results showed that the leadership style has a
significantrelation with'the employee performance, and different leadership styles
may have a positive. correlation or negative correlation with the employee
performance, depending on the variables used by researchers (Buil et al, 2019;
Chen et al, 2014; Walumbwaetal, 2011). Sun (2002) compared the leadership style
with the leadership performance in schools and enterprises, and showed that the
leadership style has a significantly positive correlation with the employee

performance in both schools and enterprises. Business manages attributes their
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success to leadership efficiency, i.e., administrative supervisors' leadership style
has a significant impact on the organization's performance (Terry, 2020). The
leadership style of a leader has a significant impact on staff work performance. It
also implies that leadership style has an impact on organizational performance.

The leadership style determines the organisational performance that
subordinates need realize, and gives suggestions and feedback to execution. In this
course, subordinates can know the requirements of their role and executives can
know demands of subordinates at the same time (Igbal, Anwar & Haider, 2015).
Thus, under the leadership style of executives, subordinates can make
organisational requested performance and get their_rewards: Leadership style
should be properly and carefully usedto guide and motivate subordinates (Elenkov,
2020). Campbell (2017) thought that when executives-use their leadership style to
concern, care and respect for employees, it would increase self-interests of
employees.in work as well as organisational promises, enable them to make better
performance in work place and affect their job satisfaction. Howell and Frost (2019)
and. Bryman (2019) also presented that there is_a positive relation between the
leadership style and the employee performance.

Findings of Pradeep.and Prabhu (2011), Tsigu & Rao (2012), Ejere and
Abasilim(2013), Kehinde and Banjo (2014), and Gimuguni et al. (2014) confirm
that there is a significant positive-relationship between both transformational and
transactional leadership styles and employee performance. Rassol et al. (2015)
found that the impact of transactional leadership on job performance was not much

stronger when compared with transformational leadership. As per Raveendran &

24

Digitized by Sam Jonah Library



© University of Cape Coast https://ir.ucc.edu.gh/xmlui

Gamage (2019), The impact of transactional style on performance is not significant.
This finding is consistent with the results reported in Jayasingam, Ansari and Jantan
(2009). Pradeep and Prabhu (2011) found that transformational leadership
behaviors and transactional contingent reward leadership behaviors to be positively
related to employee performance.

Elgelala and Noermijatib (2014) found that transformational leadership had
a significant positive impact on employee- motivation and employees’ job
satisfaction, but had no significant effect on employee performance. The study of
Andreani and Petrik (2016) also showed that there was a significant impact of
transformational leadership_.on.job satisfaction, as=well=as on employee
performance.  Cavazotte et al (2013) reported that perceived transformational
leadershipawas associated with higher levels.of tasksperformance, and helping
behaviors."A recent study by Torlak and Kuzey (2019) revealed that all of the
components of transformational leadership had a signifieant positive association

with employee performance.

Transformational Leadership and EmployeePerformance

Wang et al (2011) studied transformational leadership and performance
across criteria and levels: A meta=analytic review of 25 years of research. Based on
117 independent samples over 113 primary studies, the meta-analytic study showed
that transformational leadership was positively related to individual-level follower
performance across criterion types, with a stronger relationship for contextual
performance than for task performance across most study settings. In addition,

transformational leadership was positively related to performance at the team and
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organisation levels. Moreover, both meta-analytic regression and relative
importance analyses consistently showed that transformational leadership had an
augmentation effect over transactional leadership (contingent reward) in predicting
individual-level contextual performance and team-level performance.

Sundi (2013) also assessed the effect of transformational leadership on
employee performance of Konawe Education Department at Southeast Sulawesi
Province. The study adopted an explanatory approach and used associative primary
data from questionnaires. Sample size was determined by Slovin formula. Number
of samples is 126 respondents from 185 Konawe Bureau staff. Analysis technique
usedwas-descriptive statistical. analysis using path analysistool:Partial test results
revealed that the effect of transformational leadership on performance is 0.646.
With the result, it indicated that either partial orsimultaneous test the variables have
positive and significant effect.

Further, Buil et al. (2019) examined thes relationship between
transformational leadership and employee performance: The role of identification,
engagement and proactive personality. Data from*323 frontline hotel employees
were analyzed using partial least square regression. Results show that identification
and engagement fully mediate the relationship between transformational leadership
and organisational citizenship behaviors, whereas engagement partially mediates
the link between transformational leadership and job performance. Results indicate
a sequential mediation effect of identification and engagement on employee

performance.
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Transactional Leadership and Employee Performance

Vecchio et al (2008) examined the utility of transactional leadership for
predicting performance and satisfaction within a path-goal theory framework. Data
were collected from 179 high school teachers and their principals were examined
with hierarchical regression analysis. Augmentation analysis indicated that
transactional leadership had a stronger role in explaining unique criterion variance
beyond the contribution of transformational leadership, than did transformational
leadership relative to transactional leadership. In addition, the transactional
leadership had a negative interactive relationship for predicting the outcome of
performance, such that leader vision.and leader intellectual stimulation were more
positively correlated with employee performance when leader use of contingent
reward was:low.

Brahim et al (2015) examined the effect of transactional leadership on
employees’ performance-case study of 5 Algerian.banking" institutions. A
quantitative survey instrument was designed to analyze their opinions. Quantitative
survey instrument design was adopted as the most‘cost efficient for this research.
Convenience sampling method was utilized. As far as thesesearch time frame was
concerned, it was performed.in a cross- sectional manner, in the summer of 2014.
Out of 174 sent out surveys, the responses were collected from 132 surveyed
individuals. The survey was the main instrument for data collection and it was
designed in a "5 - point Likert’s scale", in addition to descriptive statistics
questions. The collected data were analyzed with descriptive statistics. The analysis

of variance (ANOVA) was utilized as the tool of inferential statistics in order to
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determine differences in leadership between multiple groups of respondents, by age
groups and employment within the organisation. The result of the study was that
there is a positive relationship between transactional leadership style and
employees’ performance.

Lastly et al (2013) investigated the impact of transactional leadership styles
on organisational performance: Empirical evidence from Nigeria. The survey
method was adopted to carry out the research. A structured Multifactor Leadership
Questionnaire (MLQ) was used for data collection. Organisational performance
was assessed based on three measures of performance namely effort, satisfaction
and effectiveness. Regression.and.Correlation statistical-technigues were used to
analyse the data elicited from one hundred eighty-four (184) randomly selected
respondents.. It was revealed from the study that transactional leadership style had
a weak positive impact on organisational performance. It was also revealed from
the study. that transactional leadership styles have.significant and positive

relationship with organisational performance:

Conceptual Framework

Figure 1 demonstrates how the independent variable (leadership practices)
was assessed by measuring transformational and transactional leadership style.
Transformational leadership style was measured using individualized influence
behaviour and intellectual stimulation. Individualized influence behaviour is a
behaviour that reveals the leader’s values and beliefs, ethical and moral values and
vision and intellectual stimulation is a behaviour that reveals the leader’s values

and beliefs, ethical and moral values and vision. Transactional leadership style was
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also measured using Contingent Reward and Management-by-Exception.
Contingent Reward is used by Leaders by telling others what to do in order to be
rewarded, emphasize what leaders expect from them and recognize their
accomplishments and Management-by-Exception is a corrective transaction and
occurs when followers deviate from the norm. employee performance as the
dependent variable was also measured using how employees develops and maintain
working relationships with co-workers and supervisors, how they are skilful in their
delivery, how they spend satisfactory time with patients, share information, etc.
form the literature review, it can be posited that there is a positive relationship
between-both transformational and. transactional leadershiprstyle and employee

performance at Atibie Government Hospital. In Figure 1, the relationship between

https://ir.ucc.

edu.gh/xmlui

leadership-and job performance is shown diagrammatically.

Leadership Practices

Transformational

Individualized Influence
Behaviour

Intellectual Stimulation

Employee Performance

\

Transactional
Contingent Reward
Management-by-

Exception

Developing and
maintaining working
relationships
Skilfullness in delivery
Satisfactory time spent
with patients

Sharing information

Source: Author’s Construct (2021)

Figure 1: Conceptual Framework
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Chapter Summary
This chapter has discussed literature on the areas captured under the study.
The chapter discussed the overview of leadership and further highlighted some

related leadership styles (Transformational and Transactional). This section

The chapter also
rship theory. It
which follower
raise followers’
ed outcomes and
nal leadership and
e chapter further
ed leadership style

corporate leadership
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CHAPTER THREE
RESEARCH METHODS
Introduction

This chapter entails the methods that were used in carrying out this research.

bpulation, sample

n procedures and
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Research Design

In order to ensure an accurate account of the characteristics of the sample
population, this research used descriptive survey design. Descriptive survey design
is defined by Quartey and Awoyemi (2002) as the process of gathering data in order
to address research questions or test hypotheses concerning the current status of a
phenomenon. According to them, this form of survey aims to provide an accurate
and objective overview of an image of a circumstance or real-life circumstance that
is ongoing. In the opinion of Fraenkel et al (2013), descriptive surveys are used to
collect data on prevailing conditions such as attributes, skills, interests, happiness
and-actions.of a person or physical_environment (workplace)er improvements in
either of these overtimes, as in historical studies.

Aggarwal (2018) adds that for the purpose.of description and analysis,
descriptive survey design Is devoted to the collection of information regarding
prevailing. circumstances or situations. According to./Aggarwal, this form of
research design does. not merely collect and tabulate information, but requires
proper study, interpretation, comparison, pattern and relationship recoegnition. For
this research, descriptive survey is considered suitable because, as Fraenkel and
Wallen (2003) and-Gay (2002) notedyit has the-advantages of (a) producing a large
number of responses from a wide range. of people; (b) presenting a meaningful
picture of events and trying to understand the opinion and actions of people on the

basis of data collected at a time point; and (c) it can be used with greater contention.
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Study Area

The research area covers Atibie Government Hospital situated in the
Eastern Region. The Atibie Government Hospital is a government district hospital
in the Eastern, Atibie Ghana. It is located along the main Nkawkaw-Atibie Street,

, leadership style

e is the group or
purposes. Kotzab
elated to a sample
Hospital staffing

, the population for

(Sekaran & Bougie, 2016). Bambale (2014) stressed that this proportion of the

number of units chosen for investigation consists of a population sample. Sampling

was defined by Lim and Ting (2012) as the intentional choice of a number of
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individuals who are to provide the data from which conclusions can be drawn about
those individuals.

Simple random sampling technique is the sampling techniques used in this
study. In particular, the table of random number was used to pick the respondents.
This gave all the nurses an equal chance of being chosen and also increased the
study’s reliability and validity. According to Hair et al (2003) the simple random
sampling approach is suitable, according to because it Is easy to understand and the
data results of the survey can be generalized with a pre-specified margin of error to
the given population. It helps the researcher to obtain unbiased estimates of the
characteristics of the population.. It ensures that everyssampling unit of the
population has an equal chance of being selected, regardless of the sample's actual
size, resulting in a true representation of the target population identified.

By using the Krejcie and Morgan (1970) table of sample size determination,
the sample size was obtained. The table has population.estimates ranging from 10
to 1,000,000. Sample size selection only requires the exact matching of the
appropriate cell in the column-of the'sample size to the corresponding cell in the
columnof the population. Thus, a total of 144 samplesSize was drawn from a

population of 221.

Data Collection Instrument

Any type of written or physical instrument that is used to measure variables
is a research instrument (Thomas et al, 2015). The type of data collection method
used depends on the data and the type of data to be obtained. A choice of tool

depended on several variables, including validity and reliability, ease of
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administration, ease of answer acquisition, and ease of interpretation (Engel &
Schutt, 2012). A self-constructed questionnaire was the key instrument used to
collect information. It was composed of closed-ended questions only. Therefore,
the key data source for the analysis was the primary data source. For this analysis,
the questionnaire was the best data collection method because it not only allows for
larger sample data collection at a minimal cost, but also greatly protects the privacy
of respondents. According to Zikmund (2003), in addition to its cost effectiveness,

the questionnaire is a basic but effective research instrument.

Data Collection Procedures

If decision-making is to be taken from it, collected questionnaires must be
properly treated (Hair, Wolfinbarger, Maney, Samouel & Page, 2015). It is
therefore criticakthat raw data is properly treated.in order to turn it into information
for decision-making purposes (Van Der Aalst, La Rosa & Santoro, 2016). First, the
questionnairessthat were retrieved were sorted outsto classify those that.were not
answered and to search for documenting.quality, clarification“and accuracy. The
purpose of the research.was explained to the respondents and‘paved the way for the
respondent's questionnaires to be collected without difficulty.

Data was collected *'through / questionnaire = administration. The
questionnaires were developed and administered by the researcher to the different
respondents in order to seek information on the leadership activities and employee
performance at Atibie Government Hospital. Due to the fact that it is the most

convenient instrument to use to obtain the necessary information from a literate
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sampled population, this approach was selected. The collection of data was carried

out during working hours over a span of one month (excluding weekends).

Data Processing and Analysis

To evaluate data gathered from the field, this analysis used both descriptive
and inferential statistics. First, the gathered information was sorted and arranged.
The information was then coded to allow the researcher to recognize codes that
pertained to possible responses on the questionnaire for each object. Using SPSS
version 25, the data was encoded. This programme was used because it is the most
surtable information coding kit. In-addition, the benefits of the program include (a)
it is user-friendly, (b) it can be conveniently used to analyze multi-response queries,
analyze cross-section and time series and cross-tabulation; (i.e., two sets of
variables) and (c).it can also be used in combinatien with Microsoft Excel and Word
(Gravetter & Wallnau, 2004). The studies were conducted in compliance with the
basic goals of this report. Descriptive statisticswere employed to'tacklesobjectives

one and linear regression.analysis for objective two and three.

Reliability and Validity

A scale 's reliabilitysprovidessan indication.of how free it is from random
error (Pallant, 2020) or the degree to which, If repeated steps are taken, the scale
produces reliable results (Kent & Kongsted, 2012). Cronbach Alpha has been used
to calculate internal consistency and it tests the degree to which an underlying
construct is evaluated by all objects on a scale (Pallant, 2020). The individual

reliability of consistency should be 0.7 or higher.
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Table 1: Reliability Statistics

Construct Cronbach Alpha Number of Items
Transformational Leadership Styles 801 20
Transactional Leadership Styles .803 11
Employees Performance 810 8

Source: Field survey (2021)

An instrument's validity relates to how well the instrument tests the specific
concept it was intended to test (Saunders, Lewis & Thornhill, 2009). They also
argue that before it can be true, an instrument must be accurate, meaning that an
instrumentsmust be reliably.reproducible; and that afterthiS'has been done, the
instrument can then be scrutinized to determine whether it is what it claims to be.
The researcher checked other related literature tosensure the validity of the
questionnaires, and the literature endorsed the development of the instrument.
Scientifically validated items were some of the items.on the scale. In addition,
before distributing it to the respondents, the crafted questionnaire was presented to

the research supervisor for vetting, correction and.approval.

Ethical Consideration

Ethical Considerations ‘are moral’ principles that guide researchers to
conduct and report research without deception (Bryman & Bell, 2015). In the data
collection process, the researchers found several ethical concerns. First, the
researcher introduced herself to the Atibie Government Hospital management and
told them of the study's intent and permission to collect data from their employees.

The introductory letter from the Department of Human Resource Management,
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School of Business, College of Humanities and Legal Studies, UCC, indicating the
researcher 's name and the intent of the report, made this simple.

Again, before asking for information, the researcher obtained the consent of
the respondents. Respondents were permitted, without any coercion, to express

re of the type of

athered and how
ndents were also
associated with
g in their answer
es were issued to

n order to ensure that the

description of how the
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CHAPTER FOUR
RESULTS AND DISCUSSION
Introduction

This chapter of the study presents the findings emanating from the data

sions include the
N o ferenc  pre inc nd theories. The
the background

s’ sex, age, work

2 respondents in
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Table 2: Demographic Characteristics of Respondents

Variables Sub-scale N %
Gender Male 40 36.4
Female 70 63.6

conclude that those with the highest frequency are more important or make a valid

conclusion compared to their counterparts with low frequency. It is only an

indication that the sample has more females than males. Table 2 also shows the age
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profile of the respondents in years, 45 respondents representing 40.9% are aged
between 18 — 29 years, 56 representing 50.9% are aged between 29 - 39 years, 6

representing 05.5% are aged between 40 - 49 years, and 3 representing 02.7% aged

50 - 59 years.

outhful age with
outhful ages are
important for all
hat needs people
. Comparatively,

led for successful

e 2, revealed that, 92

40 years

the respondents have
SSSCE/WASSCE N 0 B’ir&‘; 37 (33.6%) have 1% degree and 8

(7.3%) have Masters Degree.
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Leadership Styles Demonstrated by Leaders at Atibie Government Hospital
The second section of the chapter presents the results pertaining to the

specific objectives of the study. With the help of the SPSS Version 25.0, means,

standard deviations and simple regression analysis were used to tackle the

eadership styles

dership variables
ational. Table 3
p style exhibited
ses to the items

presents the least
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Table 3: Leadership Styles of Management of Atibie Government Hospital

Std.
Statements Mean Deviation

My leader specifies the importance of having a strong

3.7455 .99942
sense of purpose.

My leader considers the moral and ethical consequences

of his/her decisions 4.0000  .95783

My leader emphasizes the importance of having a

. - 3.9273 1.03790
collective team spirit

My leader talks about their most important values and

beliefs 3.7000 1.23815

My leader instils pride in staff for being associated with

him/her 3.5182 1.21709

My leader sacrifices his/her self-interest for the good of 34909 1.13933

the group
My leader displays sense of power and confidence 3.9636  .83421
My leader has leadership skills that build my respect 3.6818 1.05736

My leader talks enthusiastically when setting goals and
objectives to accomplished

3.8273  .93710
My leader talks optimistically about the future 3.6364  .92595
My leader articulates a compelling vision of the future 3.6273  .99410
My leader shows confidence that goals will be achieved. 3.9455 79950

My leader re-examines critical assumptions to questions

3.5636 1.00938
to set

My leader seeks different perspectives when solving

3.6000 1.08535
problems

My leader gets staff to look at problems from different

3.7273 1.09970
angles
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My leader suggests new ways of looking at how to

3.6364 1.02023
complete a schedule

My leader spends time teaching and coaching staff. 3.5091 1.17891

My leader treats me as an individual rather than just as a

member of a group. 3.1818 1.11027

My leader suggests new ways of looking at how to

complete assignments. 3.3818  1.12504

My leader considers staff individual special need,

abilities and aspirations. 3.2636  1.08938

Transactional Leadership

My leader provides staff with assistance in exchange of

their efforts 3.2364 1.11641

My leader discusses in specific terms who is responsible

for achieving performance targets. 3.3909 1.11779

My leader makes clear what staff can expect to receive

when performance goals are achieved 3.4273 123005

My leader concentrates his/her full attention on dealing

with mistakes, complaints and failures. 3.5091  1.18666

My leader directs staff attention towards failures to meet

standards 3.5545 1.11361

My leader interferes whenever problems arise
3.3000 1.43961

Source: Fieldsurvey (2021):

As presented in Table 3, the respondents agreed that their leader specifies
the“importance of having“a.strong sense of purpese (Mean = 3.7455; Std. Dev. =
0.9994)." Also, their leader considers the moral and ethical consequences of his/her
decisions (Mean = 4.0000; Std. Dev. = 0.9578). The respondents asserted that their
leader emphasizes the importance of having a collective team spirit (Mean =
3.9273; Std. Dev. = 1.0379). Further, their leader talks about their most important
values and beliefs (Mean = 3.7000; Std. Dev. = 1.2381). Their leader instils pride

in staff for being associated with him/her (Mean = 3.5182; Std. Dev. = 1.2171).
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Leaders sacrifices his/her self-interest for the good of the group (Mean =
3.4909; Std. Dev. = 1.1393). Their leaders talk enthusiastically when setting goals
and objectives to accomplished (Mean = 3.8273; Std Dev = 0.9371). Also, their
leader articulates a compelling vision of the future (Mean = 3.6273; Std Dev =
.9941). Their leader shows confidence that goals will be achieved (Mean = 3.9455;
Std Dev = 0.7995). Leaders seeks different perspectives when solving problems
(Mean = 3.6000; Std Dev = 1.0854). Leader gets staff to look at problems from
different angles (Mean = 3.7273; Std Dev = 1.09970). Lastly, leaders spend time
teaching and coaching staff (Mean = 3.5091; Std Dev = 1.1789).

According to Table 3, the respondents agreed that:theirleader provides staff
with assistance in exchange of their efforts (Mean = 3.2364, Std. Dev. = 1.11641).
Likewise, their leader discusses in specific terms whosis responsible for achieving
performance targets (Mean = 3.3909; Std. Dev. = 1.1178). The respondents
declaredsthat their leader makes clear what staff can.expect to receive when
performance goals are achieved (Mean = 3.4273; Std. Dev. = 1:2301). Their leaders
concentrate his/her full attention.on:dealing with mistakes, complaintsiand failures.
(Mean =.3.5091; Std. Dev. = 1.1867). Leaders direct staff attention towards failures
to meet standards«(Mean =+3.5545;,Std. Dev..= 1.1136). Their leader interferes
wheneverproblems arise (Mean = 3.0345;.Std. Dev. = 1.43961).

From the results it could be observed that management and leaders at the
Atibie Government Hospital exhibit transformational leadership style which the
staff of the hospital show assent to such style. The results are in line with Daft

(2008) who asserted that transformational leaders generate awareness and
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acceptance of the purpose and mission of the organisation and they help their
employees to look beyond their own self-interest for the benefit of the group
(hospital at large). According to Bass, 2008; Katz and Kahn, 2004, the followers of
transformational leader feel trust, admiration, loyalty and respect towards the
leader, and he/she is motivated to do more than what he/she was originally expected
to do. Also, according to Bass (1999), the staff of the hospital are going think
critically and seek new ways to approach their jobs, which result in intellectual
stimulation. As a result, Podsakoff et al, (2006), asserted that there is going to be
an increase in staff level of satisfaction, and commitment to the goals of their
organization. In the same vein,.Yammarino and Bass«(1990) added that such
transformational leadership style can achieve maximum commitment from staffs
because management is able to inspire followers to raise their criteria for success
and develop innovative problem-solving skills.

The result'again shows that management of the.regional hospital exhibit a
good transnational leadership behaviour which will result in staff of the hospital
complying with the request of management according to Bass (2000).-Also, where
management focus on what is expected of staff, the hospital would be able to reach
it desired goal (Boehnke,“Bontis, Distefano.& Distefano, 2003). Management
interference whenever problems arise_may help in taking corrective action as

quickly as possible when they occur (Yukl, Gordon & Taber, 2002).
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Effect of Transformational Leadership Practices on Employee Performance at
Atibie Government Hospital

The second objective of the study was to examine the effect of
transformational leadership practices on employee performance at Atibie
Government Hospital. In order to determine the extent to which transformational
leadership practices influences employee performance, simple linear regression
analysis was found to be more appropriate.-The results of the simple linear
regression analysis indicate how well transformational leadership style effect on
staff’s performance. It also indicates how much unique variance in the independent
variables(transformational _leadership style) explainss«the=dependent variable
(employee performance). Table 4 therefore presents the analysis of the influence.

Table 4: Model Summary

Std. Error of the
Model R R Square  Adjusted R Square Estimate
1 4712 222 221 5.51867
a. Predictors: (Constant), Transformational Leadership styles
Source: Field survey (2021).
According to Table 4, model summary indicates that the independent

variable (Transformational leadership) met.the entry requirement for the equation.
The R ((471%) shows weak positive correlation between-the predictive variable
(transformational leadership) and'the dependent variable (employee performance).
The R-square valug indicates that 22.2% of the variance in employees’ performance
is explained by the transformational leadership styles exhibited at the hospital. It
implies that the remaining 77.8% of employee performance at the hospital is

explained by other variables apart from the transformational leadership.
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Also, to assess the statistical significance of the result it is necessary to test
that multiple R in the population equals 0. The result in this model reaches statistical
significance for transformational leadership (Sig =.004), this really means p< .05.

Table 5: ANOVA?

Sum of Mean
Model Squares df Square F Sig.
1 Regression 91.701 1 91.701  3.011 .004°
Residual 3289.218 108 30.456
Total 3380.918 109

a. Dependent Variable: Employee performance

b. Predictors: (Constant), Transformational Leadership style
Source: Field survey (2021).

Table "6 shows result of the effect of transformational leadership on
employees’ performance at the Atibie Government Hospital. From the Table 6, a
p-value (Sig) of 0.004 implies that there IS a linear relationship between
transformationaly, leadership® and employee performance,s hence meets the
requirement to proceed with the analysis. In other words, there was a significant
influence transformational leadership on employees’ performance at the Atibie
Government Hospital. The result also shows that 22.2% contribution of
transformational leadership on'employees” performance at the hospital in Table 4
was significant. This implies that the management of the Atibie Government
Hospital can continue to use this type of leadership to increase the performance

of the employees at the hospital.
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Furthermore, to determine how well the transformational leadership
predict (influence) employees’ performance at the Atibie Government Hospital,
Table 6 shows the independent variable contribution to employees’ performance.
The B value indicate the relative influence of the independent variable on
employee performance at the hospital. Table 6 presents a model of the regression
analysis. In the model the transformational leadership was the independent
variable while employces’ performance is treated as the dependent variable.

Table 6: Coefficients?

Unstandardized Standardized

Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 18.713 3.335 5.611 .000
Transformatio
449 .028 471 1.985 .004

nal Leadership

a. Dependent Variable: Employee Performance
Source: Field survey (2021).

To find out'how well transformational leadership.contribute to employee
perfarmance, it is imperative to look-at their statistical significance and beta (J3)
values. According to Table 6, transformational leadership (independent variable)
makes a statistically significant contribution (0.004). This is because the p-value
is less than the acceptable margin error of 0.05. Also, transformational leadership

contributed 44.9% to the prediction of employee performance. This means that
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transformational leadership makes a positive unique contribution to explaining

the employee performance variable.

Examining Transactional Leadership Practices on Employee Performance at
Atibie Government Hospital

The third objective of the study was to assess the effect of transactional
leadership practices on employee performance at Atibie Government Hospital. In
order to determine the extent to which transactional leadership style exhibited at
the hospital affect the performance of staff. Also, simple linear regression analysis
was_found to be more appropriate. The results of the simple' linear regression
analysis indicate how well the transactional leadership styles effect on staff’s
performance. It alse indicates how-much unique varianceqin the independent
variables (transactional leadership styles) explains the dependent variable

(Employee performance). Table 7 therefore presents the analysis of the influence.

Table 7: Model Summary

Std. Error of the

Model R R Square Adjusted R Square Estimate

1 .569 324 322 6.20207

a. Predictors: (Constant), Transactional Leadership
Source: Field survey (2021).
According to Table 7, model summary indicates that the independent
variable (transactional leadership) met the entry requirement for the equation. The

R (.569) shows moderately a positive correlation between the predictive variable
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(transactional leadership) and the dependent variable (employee performance). The
R-square value indicates that 32.4% of the variance in employees’ performance is
explained by the transactional leadership variable at the hospital. This implies that
the remaining 67.6% of employee performance at the hospital is explained by other
variables apart from the transactional leadership styles which were not captured

under model.

Also, to assess the statistical significance of the result it IS necessary to test
that multiple R in the population equals 0. The result in this model reaches statistical

significance for leadership (Sig =.004), this really means p< .05

Table 8 ANOVA?
Sumof
Model Squares Df Mean Square F Sig.
1 Regression 325.301 1 325.301 8.457 .003P
Residual 4154.299 108 38.466
Total 4479.600 109

a. Dependent Variable: Employee Performance
b. Predictors: (Constant), Transactional Leadership

Source: Field survey (2021).

Table 8 shows result of" the influence of transactional leadership on
employee’ performance at the Atibie Government Hospital. From the Table 8, a p-
value (Sig) of 0.003 implies that there is a linear relationship between transactional

leadership and employee performance, hence meets the requirement to proceed
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with the analysis. In other words, there was a significant influence of transactional
leadership on employee performance at the hospital. The result also shows that
32.4% contribution of transactional leadership on employee performance at the
hospital in Table 7 was significant. This implies again that the management of the
hospital can linger to use transactional leadership to increase the performance of

employees.

Additionally, to decide how well the transactional leadership predict
(influence) employee performance at the Atibie Government hospital, Table 9
shows the independent variable contribution to employee performance. The 3 value
indicate the relative _influence of the_independent variable on employee
performance at the hospital. Table 9 presents a model of the regression analysis. In
the model the transactional leadership was the Independent variable while
employees’ performance was treated as the dependent variable.

Table 9: Coefficients?

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error  Beta T Sig.
1 (Constant) 12.037 3.748 3.211 .000
Leadership.593 .032 .569 2908 .004

a. Dependent Variable: Employee performance
Source: Field survey (2015).
To find out how well transactional leadership contribute to employee

performance, it is imperative to look at their statistical significance and beta (j3)
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values. According to Table 9, transactional leadership (independent variable)
makes a statistically significant contribution (0.004). This is because the p-value is
less than the acceptable margin error of 0.05. Also, transactional leadership
contributed 59.3% to the prediction of employee performance. This means that
transactional leadership exhibited at the hospital makes a positive unique
contribution to explaining the performance of the employees.

It is to note that the findings corroborate with many findings (Walumbwa,
Mayer, Wang, Wang, Workman & Christensen, 2011; Vecchio, Justin & Pearce,
2008; Brahim, Ridic & Jukic, 2015; Ejere & Ugochukwu, 2013). For instance, the
findings=are_in line with_Walumbwa, Mayer, Wang;»Wang, Workman and
Christensen(2011) whose result revealed that leadership style of a leader has a
considerable. influence on the work performance of employees. They further
indicated that the leadership style also affects the organisational performance.
Again,the result validates VVecchio, Justin and Pearce (2008) study which revealed
a leader vision and intellectual stimulation were more positively correlated with
employee perfermance when‘leader use of contingent reward was low.
Furthermore, the result is consistent with Brahim, Ridic.and Jukic (2015) whose
result found a positive relationship~between.transactional leadership style and
employees’ performance. Lastly, the result 1s in line with Ejere and Ugochukwu
(2013) whose findings showed that'transactional leadership style had a weak
positive impact on organisational performance. It was also revealed from their
study that transactional leadership styles have significant and positive relationship

with employee performance.
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Chapter Summary
The study established that majority of the staff assented that their leaders
concentrate his/her full attention on dealing with mistakes, complaints and failures.

eadership variables and

iich indicates that
ip at the hospital
p on employees’
tion between the

at the hospital.
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
Introduction

This chapter summarizes the main findings of the study. A general

the findings and

Ip enhance better
rmance at Atibie

dation for future

population. A self-constructed closed-ended questionnaire was the key instrument
used to collect information from respondents. Descriptive statistics were employed

to tackle objectives one and linear regression analysis for objective two and three.
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Summary of Key Findings
With respect to the first research objective which identify the leadership

practices demonstrated by leaders at Atibie Government Hospital. The following

key findings among others emerged:

ented with how
sformational and
hat their leaders
aints and failures.
important values

ests new ways of

amined effect of

at Atibie

contribution to explaining nployee performance, again, a weak one.
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The third research objectives sought to examine the effect of transactional
leadership practices on employee performance at Atibie Government Hospital. The
following are key findings:

The findings showed a moderately a positive correlation between the

ain found that a
ional leadership
edictive model,

ee performance.

n be drawn. Staff
IS very important

t there is a good

] ; mance level positiv an ¢ ’ jded that there
a5 statistll |P on ' @"‘ ational and

leadership caused a highe ployee performance than transformational

leadership.
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Recommendations

Based on the findings and conclusions drawn from this study, a number of
policy measures could be adopted to ensure that, best leadership issues are followed
in order to gain high performance from staff who can help the hospital to achieve

e management of

hospital should

4

arious leadership
include ensuring

their leadership

ause a weak change

to be always abreast with the issues for leadership. Through that,
specific programmes could be introduced to suit leadership needs of
staff at any point in time. Once those needs are met, performance among

staff of the hospital will be increased.
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Suggestion for Further Research
Going by the findings of the study, the recommendations and the conclusion
made, the following suggestions are made for future researcher; similar research

could be conducted on other districts in the Eastern Region to compare the effect

ransactional and
Other leadership
amined by future
s sectional study
ew years. Hence,

iate the effect of
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4. How long have you been working with your current employersi. 1
month — 10yrs [ ]ii. 11-20yrs[  Jiii. 21-30yrs[ ]Jiv 31 -
40yrs[ ] v 41 and above [ ] 5. What is your current job title
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Individualized Influence (Attribute) is: follower’s perception of the leader’s

power, confidence and inspirational ideas.
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My leader instils pride in staff for being associated with

him/her

My leader sacrifices his/her self-interest for the good of

the group

a vision, use

ork and try to

ellectu creati at old
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My leader re-exa S Criti uestions to

st NOBIS

My leader seeks different perspectives when solving

problems
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My leader gets staff to look at problems from different

angles

My leader suggests new ways of looking at how to

complete a schedule

My leader discusses in specific terms who is responsible

for achieving performance targets.
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My leader makes clear what staff can expect to receive

when performance goals are achieved

My leader expresses satisfaction when staff meets

expectations

and occurs

My leader demonstrates that problems must become

chronic before taking action.
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SECTION C: Employees Performance

To what extent do you attribute these statements of employee performance
as a result leadership practices at Atibie Government Hospital? Where 1 denotes

least agreement and 5 denotes strong agreement each item.
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