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CHAPTER ONE
INTRODUCTION

1.1. Background of the Study

Many scholars believe that for any organizatiorg type of leadership is a decisive element
among other inputs of organizations to be successfachieving theirs vision and mission. In
this connection, (Schermerhorn etal, 2000) higlé&dhthe crucial role leadership plays in
improving the efficiency and effectiveness of agamization when he stated that leadership is
the heart of any organization because it deterntimesuccess or failure of the organization.

In this regard, the concept of transformationati&zahip is gaining a high ground in different
literature and researches. According to the variedsolars in the field, transformational
leadership theory is well documented and has Heesubject of considerable research (Avolio
and Bass, 1988).

There is no universal agreement on the definitibleadership among scholars and researchers.
In his review of leadership research, (Stoggill/4Passerted that, “there are almost as many
different definitions of leadership as there aregde who have tried to define it.In support of
this viewpoint, (Yukle 1989) mentioned that, “the term leadership hasadly been defined in

various ways depending on researcher’s interest.”

Even though the definition of leadership has ddfgrmeanings in many literatures, taking the
central components of leadership (Northouse, 2@0rkeptualized leadership as “leadership as
a process, leadership involves influence, leadersiticurs in group context and leadership
involves goal attainment.” Based on this concefatbn, he defined leadership as “A process

where by an individual influences a group of indivals to achieve a common goal.”

Transformational leaders’ ability to increase indual and group performance would ultimately
put the enterprise on the safe side in this higbiypetitive business climate of today. Thus, the

main aim of the present study is, therefore, teessshe potential role of transformational



leadership in enhancing the efficiency and effestess of the enterprise in achieving its

mission.

1.2. Background of the Organization

Procurement Service Enterprise, formerly known ast@l Procurement Cell (CPC) has started
its operations under Emergency Recovery and Retmtisin Project (ERRP) in 1992. The CPC
was legally renamed as Procurement Services Ergerand established as a Public Enterprise
in 1998 by the Council of Minister’s Regulation M6/1998.

Procurement Services Enterprise has set its visionstrive to be a vanguard enterprise
witnessed by its performance in providing procuretrand other related services to government
and private institutions”. In order to realize itsion, the enterprise has set its mission “to
perform domestic and international procurement isesv based on the current market

information system, to provide better consultaneg xaining services”.

The specialized service of PSE encompass idengifyiaquirements, planning, preparing

specifications and bid documents, opening and atialy bids, contract administration and all

dealings in the full procurement cycle. Its abilibysuccessfully execute such types of activities
has earned the enterprise a reputation as a lepdotgrement service provider in the country
(PSEProposal to Ministry of Educatign

In spite of its success, there are observable pnablon the part of the leadership of the
enterprise, which might negatively affect the sgesaaf the enterprise in its future endeavors. For
instance, the leadership of the enterprise hasrrieed to inspire and motivate workers of the
enterprise by sharing the vision of the enterpri§éne kind of relationship prevailing in the
institution has a considerable impact up on theesss of an organization. Most people believe
that good leader-follower relationship is very impot to enhance the effectiveness of an
organization. Contrary to this reality, leaderstlué Procurement Enterprise have been giving
less due regard to this most important elementchvBhould exist in every organization. The

purpose of this study is therefore, to assess thenpal role of transformational leadership in



enhancing the efficiency and effectiveness of thierprise by achieving its stated mission and
vision.

1.3. Statement of the Problem

The need for effective leadership has been givemgtvoice today than before. “It is argued
that in this changing, global environment, leadgr$tolds the answer not only to the success of

individuals and organizations, but also to sect@gions and nations.” (Bolde2004).

The key characteristics, traits and actions of essful leaders are persons whom others choose
to follow, provide vision for the future, providedgpiration, make other people feel important and
appreciated, behave ethically, provide opportunifier people to grow, both personally and

professionally and care and act with compassion.

Transformational leaders elevate people from lovelke of need, focused on survival to higher
levels (Yukl, 1989). They may also motivate followéo transcend their own interests for some
other collective purpose. It is a relationshipnuiitual stimulation and elevation that converts
followers into leaders and may convert leaders miral agents. Despite this reality, the
leadership of the Procurement Service Enterpriswiges less consideration to the interests,

personal lives and problems of workers.

The success of the enterprise may be attributets texperience in the field and several other
factors. Nevertheless, the researcher believedthieaénterprise lacked one important element,
which is good leader-follower relationship which gimi ultimately affect the success and

effectiveness of the enterprise.

The researcher believed that the leadership ottterprise has been giving less consideration
towards the creation of friendly environment withire enterprise. Apart providing transport
service and bonus and salary increment dependingnufhe profitability of the enterprise,

leaders of the enterprise never try to inspite @otivate workers.



It is the belief of the researcher that the futtate of the enterprise should depend on the
workers feeling towards their organization. Howevere leadership of the enterprise has
problem of working in agreement with followers. Fostance, it decides up on all matters of the
enterprise without the participation of followeiSue to this reason, followers are not self-

motivated and they have been giving priority tdrtlogvn interest than the common goal.

Having shared vision among members, active invotrgnand participation of members in
major activities and decision-making processesha énterprise are critical for the successful
accomplishment of its mission. In strengthening #ffectiveness of the enterprise and the
continuity of its success, improving the type anldy of leadership in a way that is visionary
and transformational will be an important step, ahhcould help ensure the proper functioning
of the enterprise. This will enable it to fulfiltsi mission and realizing its vision in a more
effective, competent and sustainable manner. Bhisae main problem and the central concern of
this paper. In particular, the study aims to expline type of appropriate leadership style, which

could solve the problems that the Procurement &eiiznterprise might face.

1.4. Research Questions

In relation to the problem of the study mentionbd\ee, the researcher would like to raise the

following research questions:

1. To what extent the vision; mission and goals of #merprise have been shared

among its key stakeholders?

2. What does the practice of leadership role of thedldes of Procurement Service

Enterprise look like?
3. How do employees react to the leadership styléseoénterprise?

4. To what extent do subordinates participate in decismaking process?



1.5. Obijectives of the Study

1.5.1. General Objective

1The main objective of this study is to assesspitaetices and challenges of transformational

leadership style at the Procurement Services Erderp

1.5.2. Specific Objectives

More specifically, the study has been geared tosvatthining the following objectives:
1.To examine the extent to which the vision, missaod goals of the enterprise have been
shared among its members and other stakeholders.
2.To investigate what the leadership role of the éeadbok like in the Enterprise
3.To investigate the reaction of employees towarddehdership style of the leaders in the
enterprise
4. To examine the level of participation of memberdhe decision-making process of the

enterprise

1.6. Significance of the Study

It is hoped that the study is very helpful to thempany in exploring the importance of
transformational leadership, which could acceletlgerealization of its vision and mission and
to put it on a strong and competitive base to makery successful in its future endeavors.
Moreover, this study may serve as a starting ptmnbther researchers who are interested to

make further research in the area.

1.7. Delimitation the Study

The scope of this study is confined to the immedatvironment of the enterprise (PSE) while

giving less consideration to customers. The sadpke study is delimited at the outset to assess
the practices and challenges of transformationalddeship at the Procurement Services
Enterprise. Even though the enterprise has beenggite current service since 1998, the concern

of this study is the time from 2008 until now.



1.8. Definition of Terms

Leadership “Leadership is a process whereby an individualigfices a group of individuals
to achieve a common goal” (Northouse, 200Teadership is a process that is ultimately
concerned with fosteringhange. That is, “Leadership” implies a process where ¢her
movement from wherever we are now to some futuseelor condition that is different.
Leadership also impliemtentionality, in the sense that the implied change is not nando
“change for change’s sake” but is rather directagiatd some future end or condition which is
desired or valued. Accordingly, leadership is appsive process which is inherenthalue-
based’ (Astin A. and Astin. H., 2000)

Transformational Leadership:“The process of pursuing collective goals througle t

mutual tapping of leaders and followers motive baseard the achievement of intended change
(Burns, 1978)".

Customer: a person or an organization that buys somethingnfra shop/store or

business.(Oxford Advance Learner's Dictionary, 3997

Customer Servicerefers to the ability to provide a service or prodin the way that it has
been promised. Procurement Services Enterprisgyleeiservice provider organization, it has

been giving services to two kinds of customerspBags and buyers (Harris, 2000).



1.9. Research Design and Methodology
1.9.1. Research Design

The primary purpose of this study is to assesspthetice and challenges of transformational
leadership styles at the Procurement Services farger Therefore, descriptive survey type of
research was employed in this study for the faat this type of research is concerned with
describing conditions or relationships that exmgctices that prevail; beliefs, point of view, or
attitudes that are held; processes that are goimgeffects that are felt; or trends that are
developing. In short, the major purpose of desimgptesearch is to describe situations, events or
objects as they exist. Thus, the researcher peefahis type of research with the belief that it

would help to obtain the necessary data relateédetigproblem under study.

1.9.2. The Study Population and Sample Techniques

The population of this study consists of leademlldevels and workers of the enterprise, as well
as few customers of the enterprise from differestiiutions. The fact that the total number of
people working in the enterprise is so small (84§ researcher has decided to consider the
entire population in her study as sample size. ddeer, for the purpose of substantiating the
information gained from the workers of the entesgrithe researcher used purposive sampling
technigue to enable her to choose and pick cus®foem other institutions who best meet the
purpose of the study. For this purpose 5(five) &ebk individuals from buyer institutions and

5(five) from seller institutions were made partiod study.

1.9.3. Typesof Data collected

Primary and secondary sources of data were us#dsrstudy in order to obtain substantiated
information. The primary sources were be informatgained from leaders of the enterprise
(both core process owners and support process sjyrgei process heads and workers under
each sub process heads. Moreover, data was gatfreradcustomer institutions and other
important personalities who have direct relatiothwhe enterprise. These categories of people
were selected in order to get first hand informatabout the research problem as they have a
direct relation and experience about it. Moreow&condary sources such as Labor Union

Regulations of the enterprise, the AdministrativdeR and regulations of the enterprise as well
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as the different contracts signed by the enterpriie other institutions were used as sources of

data in order to enrich the information to be gdifrem primary sources.

1.9.4. Methods ofData Gathering

The choice of data collection tools should dependits appropriateness to the purpose and
nature of the research. It is often argued thatethe an advantage to using more than one
method of data collection since this may provide dpportunity for triangulation of data and

variety can in itself stimulate and maintain thderast of participants (Brannen, 1992).

Therefore, in this study questionnaire to be disted to workers of the enterprise and

leadership of the enterprise and interview chests lto be administered with customers and
selected workers will be used as instruments & daliection.

1.9.5. Data Analysis Methods

To determine the practice and challenges of tramsftonal leadership at the Procurement
Service Enterprise descriptive statistics, whichvolmed the collection, presentation,

characterization, and summarization of a set ad Bgtmeans of numerical descriptors was used.
Out of the data gathered through the questionnainesbased on information provided by the
participants, frequencies, percentages, measuresndfal tendency and measures of variation

was generated.

1.10. Limitation of the Study

Lack of clear understanding of the concept of ti@msational leadership on the part of the
concerned bodies from whom the relevant data welleated was one of the constraints of the
study. Another limitation was time constraint as tesearcher has been engaged in a job, which
requires more time. Moreover, the researcher mapierter respondents who do not want to
provide information. Despite these challengesréisearcher has tried her best to collect relevant

information through triangulation of data and trtecaccomplish the study successfully.



1.11. Organization of the Study

For ease of convenience and understanding the pambvided into four chapters. The First
Chapter is the Introductory section which dealdwite Background of the Study, Statement of
the Problem, Guiding Research Questions, Objectiwegbe Study, Significance of the Study,
Delimitation of the Study, Definition of Terms, Resch Design and Methodology, Limitation
of the Study and Organization of the Study. TheoSdcchapter deals with the Review of
Related Literature to the concept of transformateedership. The Third Chapter deals Data
Presentation, Analysis and Interpretation. ThealFi@hapter provides general Summary,

Conclusions and Recommendations.



CHAPTER TWO
REVIEW OF RELATED LITERATURE

2.1. Introduction

This part of the paper presents a summarized veddibterature review. The review was carried
out on various areas that have critical importatecehe study under consideration. These
include: the definition and concept of leadership nature of leadership, factors affecting
leadership effectiveness, the relationship betwesion, mission and goals of a company with
leadership roles, the role of participatory decisisaking for the success of a leader, leadership
styles, selected leadership theories, featuresanotormational leadership, and the importance

and application of transformational leadershipusibess settings.

2.2. Definitions, Concepts and Nature of Leadership

2.2.1. Definition of Leadership

Even though the definition of leadership has ddfgérmeanings in many literatures, taking the
central components of leadership (Northouse, 2af5f)ned it as “a process whereby an
individual influences a group of individuals to &mhe a common goal.” Thus, Leadership is
ultimately about creating a way for people to cimite to making something extraordinary
happen It is possible to generalize that leadership idiféerent thing to different people.
Majority of definitions seem to agree that leadgrsis directed towards organizational goal
attainment, involves followers, and requires sharstn and special ability on the part of the
leader to influence others so as to make folloveaest their efforts to achieve the common goal.
Therefore,effective leadership is the ability to successfulijegrate and maximize available
resources within the internal and external envirentrfor the attainment of organizational or

societal goals.

2.2.2. Concepts of Leadership

Although there are multiple definitions and variouays of conceptualizing view of leadership,
most scholars agree that leadership is a two-wiyaation in which a leader wants to influence
the behavior of his or her followers. However, tdasge extent, there are big differences,

especially between the early concepts and the megppctives. The early concepts of leadership
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were focusing on power relation to preserve thiistquo. In support of this view point, (Janda,
1960) asserted that leadership is a specific kindoaver relation in which members have the

right to stipulate their own behavior patterns.

2.2.3. Nature of Leadership

The issue of leadership has been one of the mustite areas of discussion and scientific
inquiry among a number of scholars, practitionerd aommon people since a very long time.
Despite lots of attention given to leadership amorany people, and many theories developed
around it, it remains to be one of the most arguates®@ concepts of management and
organizational behavior, which does not have aemally accepted definition. In fact, one can
easily discern that the emergence of several teeaf leadership with their own distinguishing
characteristics is clear evidence of how the d&biniof leadership has been transforming across
time. In relation to this, (Stoggill, 1974) assdrthat the number of definitions of leadership
varies with the number of people who tried to studyThe existence of such varieties of
definitions has been a challenge for researchatgeactitioners in defining and conceptualizing
leadership. Because of this, researchers havelogpexk various ways of classifying those
different views. For instance, (Bass, 1999) asdcite (Northouse, 2007) has tried to classify
those different views of leadership provided byfed#nt groups from various perspectives. He
described leadership as a focus group processgeysonality perspective, as an act of behavior
from power relationship perspective, and as a foamstional from the skill perspective. In
partial support of this view point, (Burns, 1978dgHollander, 1992) considered leadership as a

process that involves both leader and followers afgoin need of each other.

2.3. Factors Affecting Leadership Effectiveness
The success and effectiveness of a leader depepden several factors. According to
Allio(1999), the following are factors that affdebdership effectiveness:
a. Arrogance:- the most important contributor to leadership falis pride and arrogance.
Leaders invariably fatter when they step over the between passionate commitment to
a great and obsessive monomania or excessive ambifiutocracy, false, heroism, and

excessive egotism all contribute to failure.
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b. Loss of Focus: Complacency and Failure to keep an eye on thleabalcardinals in
world in which competitors show no mercy and theepaf change is rapid. But even
leaders who stick to their knitting can lose ifyttt® not adapt to new challenge.

c. Lack of character, integrity, ethics and value providing moral leadership is just as
important as providing strategic leadership. cetsit leaders-those who have assumed
positions of authority with out understanding wiestders do how they must behave, and
how they must relate to their followers-or abundai®ome people lull followers into
euphoria, seduce them into blindly following lilklariming over the cliff. In many cases,
ironically, the followers must share the blame tae failure of their leaders. Simply
watching as the organization deteriorates, abdigatpersonal responsibility for

decisions-these are the symptom of a conspiraesydeet leader and followers.

2.4. The Relationship between Vision, Mission and@als of a Company with
Leadership Roles

(Bart, C. K., & Baetz, M. C., 1998) explained thaes of vision and mission in certain steps.
First, mission and vision provide a vehicle for ¢oumicating an organization’s purpose and
values to all key stakeholders. Stakeholders arsetlkey parties who have some influence over
the organization or stake in its future. The betenployees understand an organization’s
purpose, through its mission and vision, the beitde they will be to understand the strategy
and its implementation. Second, mission and visiceate a target for strategy development.
That is, one criterion of a good strategy in howlwehelps the firm achieve its mission and
vision. To better understand the relationship ammoigsion, vision, and strategy, it is sometimes
helpful to visualize them collectively as a funngt.the broadest part of the funnel, you find the
inputs into the mission statement. Toward the neeropart of the funnel, you find the vision
statement, which has distilled down the missioa imay that it can guide the development of the
strategy. Third, mission and vision provide a higbel guide, and the strategy provides a
specific guide, to the goals and objectives showsngcess or failure of the strategy and
satisfaction of the larger set of objectives statethe mission. To sum up, mission and vision
statements play three critical roles: (1) commueicthe purpose of the organization to
stakeholders, (2) inform strategy development, &)d develop the measurable goals and

objectives by which to gauge the success of tharorgtion’s strategy.
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According to (Chris, 1999), defining a vision rees inner work to shift from a self-centered to
another-centered attitude, and a successful impieatien requires effective leadership. The
realization of local communities will ultimatelydd to a global society. For a vision to have any
real value, it must be implemented, which requmesitoring to evaluate the behavioral changes
that result from implementing the vision. When ameserves (monitors) and plans to make
adjustments based on those observations (targetctions), the best solutions always provide

several preplanned actions.

Leadership roles ensure that as many members obrtjgnization as possible buy into the
values, mission, and broad organizational goalsusTthe roles of leadership in the realization
of the vision, mission and goals of an organizat®rvery critical. It is for this reason that
(Bennis, 2007) defined leadership as a functioknofwing yourself, having a vision that is well
communicated, building trust among colleagues, takiohg effective action to realize your own
leadership potential. Similarly, according to (Bign, 1986) Leadership is the creation of a
vision about a desired future state which seelentoesh all members of an organization in its

net.”

The qualities and skills of a leader go far beyonHivating a friendly personality, or applying
the sophisticated methods and principles of manag&administration, or practicing the
techniques of human relations. A leader’s vitalction is to visualize and concretize the ethos of
values in the work and objectives of the work gauge has to define and articulate the work
goals and purposes in terms of a larger and imageaision. He has to impart and sustain a
vision in which work excellence, duty, and coopemtof people are seen to be related to his
eternal purposes. He should transmute small, seHisd parochial objectives of individuals into

larger social and spiritual goals (Rastogi, 1987).

2.5. The Role of Participatory Decision- Making forthe Success of a leader
Participative Decision-Making (PDM) is the extewt which employers allow or encourage
employees to share or participate in organizatidealsion-making (Probst, 2005). According to
(Cotton et al.1988), the format of PDM could benfaf or informal. In addition, the degree of
participation could range from zero to hundred pet¢Black & Gregersen, 1997;).

13



Participative Decision-Making is one of many ways which an organization can make
decisions. The leader must think of the best pésstyle that will allow the organization to
achieve the best results. According to Abraham Maslworkers need to feel a sense of
belonging to an organization in order to try the@st for the success of their organization. The
basic concept involves any power-sharing arrangémewhich workplace influence is shared
among individuals who are otherwise hierarchicaqgual and such power-sharing arrangements
may entail various employee involvement schemesltreg in co-determination of working

conditions, problem solving, and decision-makingicke E.A. and Schweiger D.M., 1979).

The primary aim of PDM is for the organization tenkefit from the “perceived motivational
effects of increased employee involvement". PDMnisst effective where a large number of
stakeholders are involved and all from differentlksaof life, coming together to make a
decision which benefits everyone. Some such exagrke decisions for the environment, health
care, anti-animal cruelty and other similar sitoa$. In this case, everyone can be involved,

from experts, NGOs, government agencies, to volratand members of public (Probst, 2005).

Organizations benefit from the perceived motivationfluences of employees in PDM. When
employees participate in the decision making precabey improve understanding and
perceptions among colleagues and superiors, ananeahpersonnel value in the organization
(Ibid).

In a participative decision making process eacmtagmber has an opportunity to share their
perspectives, voice their ideas and tap their skifl improve team effectiveness. As each
member can relate to the team decisions, therebettar chance of their achieving the results.
There is a positive relationship between decisifbecgveness and organizational performance.
The implementation of PDM techniques has been showrave a wide array of organizational
benefits. Researchers have found that PDM mayipelsiimpact the following job satisfaction,
organizational commitment, perceived organizatiorslpport, organizational citizenship
behavior, labor-management relations, job perfogeaand organizational performance, task

productivity, organizational profits(Cotton etd988)
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2.6. Leadership Styles

Leadership style is the way in which functionseddership are carried out, the way in which the
manager typically behaves to wards members of thepg There are many dimensions to
leadership and many possible ways of describingleleship style, such as for example
dictatorial, unitary, bureaucratic, benevolent, ridmaatic, consultative participative and

abdicator John and Keith, 1993).

2.6.1. Autocratic Leadership Style

Management may not be the worlds ‘oldest professiom the autocratic leadership style is
probably the original type of management style esraployed. Simple at heart, the autocratic
style of management involves making the decisiansself and passing them onto subordinates.
In the autocratic world, leaders are there to nthkedecision, and followers are there to follow.
This promotes an ‘obedient’ style of follower presén the army, and perhaps some of the
‘tougher’ working cultures such as farming, loggithgulage and fishing. This isn’t to say that
an autocratic leader would fail miserably in, saystomer service. However, the more that
workers are left to do imaginative or creative taslkrgely on their own, the less likely an
autocratic leadership style would really ‘bring thHeest’ out of the average worker
(Tomova, 2011).

2.6.2. Participative Leadership Style

Here leader and one or two employees are involwedecision-making process. Decision
making process includes how to accomplish a gigsk.t People think if a company is using this
style then it is an indication of weakness. On d¢batrary using this style is an indication of
strength. This style is used when you (leadergehagomplete information and the employees
have accurate and complete informatidnd). That is why companies using this style employ
highly skilled and knowledgeable employees.

2.6.3. Laissez-Faire Leadership Style
Laissez-Faire Leadership Style is where the manalgserves that members of the group are
working well on their own. The manager consciousigkes a decision to pass the focus of

power to members, to allow them freedom of actiod Aot to interface, but is readily available

15



if help in needed. There is often confusion oves style of leadership behavior. The word
genuine is emphasized because this is to be ctedrasth the manager who could not care, who
deliberately keeps away from the trouble spotsdoes not want to get involved. The manager
just lets members of the group get on with the workand. Members are left to face decisions
which rightly belong with the manager. This is m@r non style leadership or it could perhaps
be labeled as abdication (Mullins, 1996).

2.6.4. Bureaucratic Leadership Style

Here the leaders work by taking the help of a bodkhe book contains all the rules and
regulations that must be followed by and employewkiag in a company. This style is
appropriate and you (leader) should use this stytlee employee work involves serious safely
risks. If the employee is working with toxic substas or with machinery then are rules that

must be followed by the employee. (lbid)

2.6.5. Democratic Leadership Style

In this kind of leadership the focus of power isrenwith the group as a whole and there is a
greater interaction within the group. The leadgrdbinctions are shared with members of the
group and the manager is more part of in a teame group members have a greater say in

decision making, determination of policy implemeiata of systems procedures (Hick, 2007).

2.6.6. Charismatic Leadership Style

Here the leader tries to inject doses of enthusiasonthe employees in order to increase their
performance level. The leader using charismayile should be energetic and enthusiastic. It is
interesting to watch a Charismatic Leader 'workihg room' as they move from person to
person. They pay much attention to the person #neytalking to at any one moment, making

that person feel like they are, for that time, thest important person in the world. Charismatic
Leaders pay a great deal of attention in scannmgreading their environment, and are good at
picking up the moods and concerns of both indiMslwnd larger audiences. They then will

hone their actions and words to suit the situafMuasser, 1987).
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2.7. Employees Reaction towards Different kinds dfeadership Styles

The autocratic leadership: this style is characterized by the decision-makiraress, which is
completely unilateral: decisions are being madehieyperson of the leader (e.g. Dostere the
leader informs the employees that what they shdaldnd how should they accomplish the task.
Here the leader does not take the advice of thdogmgs while giving orders (Wanjiru, 2008).

The autocratic style of leadership has the adgenthat the leader can make quick decisions,
especially in situations when there is no timenweolve subordinates into the decision making
process. The autocratic leadership discouragesdinlates to make own suggestions or to come
up with own ideas to solve problems, as these kinihitiatives are not tolerated most of the

time. Due to the fact that this leadership styleas popular amongst the staff it will cause the
best people to leave the company (high turnove) rand the rest of the staff to show general

resistance towards the autocratic leadership &yte, 2004).

Laissez-Faire: Laissez-Faire literally means ‘leave alone to feely’. It's the complete

opposite to the autocratic style, and you'd expesta result to find leaders in completely
different industries. Autocracy doesn’t apply wiellcreative industries, so as you would expect,
fashion designers, film directors and photographeesgiven plenty of ‘room’ by their managers
to do their day-to-day work, but the laissez fdeadership style isn't just great for creative
industries, it's also useful in the professionabgathat is for lawyers, doctors, accountants,
surveyors, architects and also teachers. Thesedrgduals whom have spent upwards of 3
years in a training contract and have emergedaditber a well paid or respected job. As a result,
they expect a certain degree of ‘laissez fairemfnmanagement in the way they work. In other
words, they expect to be entrusted with plentyesiponsibility and be left to discharge their

professional duties with less supervision (Tom@a4,1)

The democratic leadership style: is probably the most popular leadership stylehia 2£'
century management arena. It's a style that rempopular due to the positive reaction
employees have towards it. If you lean towardsdieocratic leadership style, this means that
you seek to consult your employees or team memdbeges decisions that will affect them.

Naturally, followers prefer this strategy for sealareasons. Either their self-interest attractsnthe
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towards managers that allow them to make the chditat benefit them, or it's the euphoric
confidence bounce they experience when they'revalibto make decisions that were previously

‘above’ them( Tomova, 2011).

However, be warned. The democratic leadership sigtét perfect in every occasion.
Democratic decisions aren’t perfect, in the sehse they take longer to make. When one only
has to consult oneself, a decision can be madesalmetantaneously. In a war-time, life-
threatening or high-risk situation, ‘democratic’bdée simply isn’t relevant. It simply isn’t
optimal. Examples of these high pressure decisiakimg jobs include surgeons, army generals,

fire-marshals and air traffic controllers (Ibid).

Participative leadership style: The leaders invite and encourage the team membeigy an
important role in decision-making process, thoughultimate decision-making power rests with
the leader. The leader guides the employees on tohagrform and how to perform, while the
employees communicate to the leader their expegiemod the suggestions if any. The
advantages of this leadership style are that llde® satisfied, motivated and more skilled
employees. It leads to an optimistic work environtnand also encourages creativity. This
leadership style has the only drawback that im&tconsumingLewin etal., 1939).

2.8. Leadership Theories

The purpose of this section is not to evaluate éaathership theories, rather it is to demonstrate
how leadership theories have been evolved andestudcross time. More specifically it is
intended to show the development of transformatideedership in business context. In this
regard, an attempt was made to review the four megalership theories, such as the trait, the

behavioral, situational and transformational lealgr theories.

2.8.1. The Trait Theory

The trait approach arose from “Great Man” theorlgich attempted to explain leadership as
something, which is inherent from heredity (JensirikP60). Researchers focusing on great man
theory had suggested that a person who copiedettsemalities and behaviors of great men or

leaders would become a strong leader (BorgattaciRand Bales, 1954)
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The researches of this time were focused on dat@érghiwhat traits differentiate leaders from
followers (Bass, 1990; Stogdill, 1974). For instan(Stogdill, 1974) has tried to find out some
personal factors, which would enable someone torbeca leader. However, he concluded that
the mare possession of one or combination of twadsld not be a guaranty for becoming a
leader. To substantiate this viewpoint, (Bass, 1@98§ued that one who emerges out to be an
effective and successful leader is due to traitsarfsequence in the situation, some is due to
situational effects, and some is due to the inteymaof traits and situations.

2.8.2. Behavioral Theory

Researches conducted for more than fifty years weable to come up with single personality
trait that exactly predicts leadership (Jennin@§0). Therefore, another approach in the study
of leadership was developed. In this regarded, tthe@ higher institutions which conducted
original study and which had a paramount influeimcthe field during the 1950s were the Ohio
State University and the University of Michigan 83a1990).

The focus of the behavioral theory was the belithat the behavior of the leader will develop
some kind of behavior on the part of followers, ethivould enable him either to strengthen or
abandon his later behavior by interpreting hisioabactions (Davis and Luthans, 1979). The
main emphasis of these researchers was to studctivities of leaders on their job to identify
behaviors that reflect effective versus ineffecteadership. The behavioral theory has relatively
advanced the leadership theory from the traits agudr, which based its focus on heredity to

giving emphases to what leaders do.

Ohio Sate Leadership Sudies

The research study began in 1945 to understanédtiens manifested by individuals while
leading an organization. It was studied by develgpguestionnaire called the Leadership
Behavior Description Questionnaire (LBOD). Afterncicting the survey research with this
qguestionnaire by which they made subordinates @uate their leaders, these researchers
identified two types of leader behaviors called sideration and initiating structure. Leaders

who tend to give more emphasis to people than tasieals of the organization are exercising
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consideration leadership behavior while those wikke gnore emphasis to the defining goals and
tasks to people are exercising task structure bhehav

The University of Michigan Sudies

The University of Michigan researchers were alspl@eing the leadership behavior giving

special attention to the impact of leadelbghavior on performance of small groups (Katz and
Kahn, 1951; Likert, 1967 as cited in Northouse, 20Gtudies of the University of Michigan
compared the behavior of effective and ineffectupervisors (Likert, 1967). The result of their
study reveals two main kinds of leader behavionspleyee centered and production centered
(Hersey & Blanchard, 1988).

Despite the various researches conducted by maweanmehers, and their contribution to the
development of leadership studies, the outcomeir@atairom literature was contradictory and
unclear (Yukl, 1994).

2.8.3. Situational (Contingency) Theory
The focus of this model was that leaders’ effectess would be determined by the situation. In
this regard, leaders should adapt to the situaiwh modify their leadership style to be most

effective.

The theories of the period adopted by differeneaeshers related with situational theory were:
(a) the contingency theory (Fiedler, 1967), whichpbasized on the need to place leaders in
situation most suited to them, and (b) the PathlQdeory which addressed a different

contingency focused lesson situations. The Norraatiedel differed from these related theories

because it focuses on the leddeappropriate decision making behavior dependingthen

situation and the need for decision acceptancéarglality (Vroom and Yetton, 1973).

Even though researches conducted on situationaitingency/ theories have contributed
positively and have developed the field of leadigxstiey have also their own weaknesses. The
main shortcoming of this theory is its inadequate degard about how followers perceive
themselves and their work (lbid).
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The theories discussed above were focusing mamkhe leader. In contrast to this argument, a
new approach of research, which focuses on thestemall follower relationship, has emerged,
known as transformational leadership. Transfornmaideadership theory shifted the focus of

attention to the effective reaction of followers tteir leader. In this regard, many research
reports have been produced by studying transfoomaitieadership. One of the main reasons for
the increasing interest in the study of transforomat leadership was lack of appropriate

leadership behavior from the previous theoriegatiership

2.8.4. Transformational Theory

It was after the works of (Burns 1978) that a gsystec inquiry about transformational and
transactional leadership in various work organaregi had started (Yukl, 2002). Since
transformational leadership encompasses sevetalésaof the new theories, it has become the
main representative of these theories for the tpastlecades (Diver etal, 2002.)

(Burns, 1978) defined transformational leaders@eople who tap the motives of followers in
order to better reach the goals of leaders anaviells”. He also explained the difference
between transactional and transformational leagerstsuch a way that transactional leadership
involves an exchange of meeting lower level neadd,that transformational leadership engages
people.

Transformational leadership enables innovative ghathrough inspiration and empowerment.
These leaders are generally either almost awesimgim how they stimulate confidence or they

are charismatic and people simply want to pleasmthinnovation identifies new ways to solve

existing problems and meet project requirementsiovative organizations encourage

experimentation and reward both success and failuensformational leaders are innovative in

themselves and they inspire this in others andevélun a team. This leadership style is can
change dynamically with the other changes conneitezicommerce and Internet business. It
often involves new technologies. Transformatioealders stay abreast of change involving their
organization, the market or their product (Burr/8).
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(Bass, 1990) on his part argues that transformaltieadership occurs when leaders broaden and
elevate the interest of their employees, createravess and acceptance of the purpose and
mission of the group, stir employee to look beydineir own self-interest for the good of the
group. He further argues that transformational destiip involves focusing on the interest of

employees, creating awareness of the purpose assilomiof the group.

However, (Bass, 1985) extended Burn’s concept®tilo theories when he stated the existence
of an augmentation relationship between them. ldeedtthat the contingent reward factor of

transactional leadership creates plain groundffeceve transformational leadership

2.9. Components of Transformational Theory

Transformational leadership as a new paradigm énfigdd of leadership has its own unique
features which makes it different from other leatigy theories. (Bass and Riggo 2007) describe
transformational leadership as a process in whieHdader sets a clear vision and goals through
active participation of followers, inspires follovgeto dedicate themselves to the realization of
vision and attainment goals, builds their capattype creative and innovative, and encourages
and supports them to be reasonable risk-takergeotlem-solvers. Similarly, (Kuhnert. 1994)
asserted that the internal values and ideas défsemational leaders have the power of inspiring

followers to work for the common good rather thiaeit own interest.

Studies indicate that transformational leaders mptish their leadership task by employing the
four behavioral components (Bass, 1985, 1990; Bassolio, 1994; Northouse, 2007). These
behavioral components are idealized influence/ledial stimulation, inspirational motivation

and individual consideration.

2.9.1. Idealized Influence

Idealized Influence refers to the leader's capaoitydemonstrating trust and respect for his
followers through which he gains admiration, re$ea trust from his followers as well as their
commitment for the realization of the vision of tleeganization. Most often than not
transformational leaders happen to be risk-takexd serve as role models who are highly
respected and emulated by the followers (Northco2@@7).
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2.9.2. Inspirational Motivation
This dimension of the transformational leadershgflects the situation, in which leaders
communicates well with their followers, inspiresdamotivates them so that they commit

themselves to the mission of their organizationr{hause, 2007).

2.9.3. Intellectual Motivation

This is the description of leaders’ behavior tonstiate and inspire subordinatedeas, attitudes,

and values. Leaders with the act of intellectuahstation help their followers think out-of-box;
encourage them to challenge their own beliefs,raptions and values; develop their capacity;
and to solve their own and organizational problerefficiently and effectively
(Bass and Avolio, 1999).

2.9.4. Individual Consideration

This component of transformational leadership seferthe behavior demonstrated by leaders in
understanding the problems, interests and concsriwell as development needs of their
followers. It is also about elevating those needlsdévelop followers to higher levels of
actualizing their maximum potential. Moreover, suehders develop organizational cultures,
support growth and development, risk-taking andwation (Howell and Avolio, 1973). These
transformational leadership factors are believedesult in heightened emotions and in return

inspire followers to work to extra effort towardaj@ccomplishment.

These dimensions of transformational leadershipnaarbe effective if they are applied

independently; rather, they should be mutually suppach other and go hand in hand to bring
about satisfactory results. In support of this estant, (Gellis, 2001) argued that the core
dimensions of transformational leadership couldhdprperformance beyond expectation when
they are interconnected each other and when ore\adide to the other. Similarly, (Jung, Chow
and Wu 2003) asserted that leaders who exhibiethebkaviors of transformational leadership in
an integrated fashion can reshape the values anmsnof their followers, promote both

individual and organizational change and perforiyobe what thy expect initially.
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Transformational leaders are visionary who coultuaty implement the above mentioned
dimensions by motivating and inspiring their follers which would ultimately help them to
make their organization successful. When explaigibgut the important of vision, (Northouse,
2007) stated that vision is central to transforoval leadership, which throws light to the leader

and the organization the direction to where thenization is heading.

Although different literatures magnify the role tfansformational leadership in military,
political and industrial organizational environmer{Bass, 1985; Bass & Riggo, 2006), more
recent research reports have demonstrated thafdrarational leadership is also important and
can be applied in all sectors (Avolio & Yammarir&802). This implies that transformational

leadership could be appropriate and effective ircational context as well.

2.10. Transformational Leadership in Business Conie

While the origin of leadership ability is a hotlyelghted topic, researchers are coming to a
consensus on the type of leaders who are succe$sfnisformational leaders motivate people to
go above and beyond what is asked of them. Thejledga existing structure and lead
organizations to a future that is quite often ddéfa from the past. Words like “visionary” and
“inspiring” are often used to describe transforroadil leaders. Research shows that leadership
effectiveness of transformational leaders is greiatéoday’s business world. Transformational
leaders take employees and an organization as ke whthe next level. They motivate others to
participate in the transformation. Transformatiotedders are made up of a combination of
intrinsic attributes like charisma and drive, anaktial skills that are honed through life
experiences (Robertson, 2006).

The very behaviors and ways of thinking that enablrisiness to get started may in time limit
the Company's growth and ultimately lead to its demA strong, task focused behavioral style,
where the founder has a conviction that he or sheght and brushes aside the doubters, is
invaluable in getting a business started. Howet¢ne founder is not able to flex their style and

recognize and nurture the talents of other peaoptbe business then the potential success of the
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business is compromised. The founders will findntkelves tied to working in the business
rather than on it (Robertson, 2006).

Transformational Leadership emphasizes on behati@aisinspire and nurture others. It is a
model of Leadership that meets both the challeofesrapidly changing environment and the
need to emotionally engage everyone within the romgdion. Transformational Leadership is
about a range of behaviors that include develo@ng sharing an inspiring vision of the
organization’s future, behaving in ways that broug the best in individuals and teams, showing
genuine concern and respect for others, continyomgésting in the development of themselves
and others, developing a culture of collaboratatiher than command and control where change
is welcomed as an opportunity rather than a thaedtrecognizing that leadership needs to be

demonstrated at times by everyone in the orgaoizgBanger, 2005)

Transformational Leadership skills are essential @avner/Directors to grow their business
beyond the initial phase and flourish in the loagrt. The challenge is to get Owner/Directors to
recognize that investing in them is likely to hae even greater impact on the success of the

Company than many of the more traditional investsy@enmanufacturing or marketing (lbid).

Business needs leadership. Business in a changomigl weeds transformational leadership.
Transformational leadership occurs when one or rpersons engage with others in such a way
thatleaders and followers raise one another to higher levels of motivation and morality. Burns
insists that for leaders to have the greatest impacthose they lead, they must motivate
followers to action by appealing to shared valaes] by satisfying the higher-order needs of the

led, such as their aspirations and expectationgt¢K®011)
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CHAPTER THREE
DATA PRESENTATION, ANALYSIS AND INTERPRETATION

This chapter is concerned with data presentaticalyais and interpretation. Questionnaires were
prepared and distributed to the workers of therprige. Moreover, interview questions were pregaoe

be discussed with leaders of the enterprise andress of the enterprise.

Since the researcher decided to use all membettseoénterprise (51 people) as her study population,
guestionnaires were distributed to 43 current eygae of the enterprise.

The researcher was unable to collect all distrithatieestionnaire to the workers of the enterpriBlis is
because some of the workers have left the enterpfisr the questionnaires were distributed andume
some workers were not voluntary to fill the questiaire. Thus, out of 43 distributed questionnaihes

researcher collected 35 questionnaires filled bykess.

Interview questions were prepared to be discusstd8Aeaders of the enterprise and 10 custometiseof
enterprise of which 5 were from buyer instituticarsd the remaining 5 were from seller institutions.
However, out of the proposed 10 representativesusfomers, interview was conducted with only 6

persons.
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3.1. Characteristics of the Study Population

Table 1: Characteristics of the Respondents

No. tems Respondents
In Number In Percentage (%)
1. Sex:
a. Male 22 62.85
b. Female 13 37.14
Total 35 100
2. Age:
a. 18-29 5 14.29
b. 30-39 10 28.57
c.40-49 12 34.28
d. 50 and above 8 22.86
Total 35 100
3. Education:
a. Below Diploma 7 20.00
b. Diploma 11 31.42
c. BA/BSC Degree 14 40.00
d. MA/IMSC 3 8.57
e. Others - -
Total 35 100
4. | Work Experience:
a. 1-5 years 6 17.14
b. 6-10 years 5 14.29
c. 11-15 years 5 14.29
d. 16-20 years 9 25.71
e. Above 20 years 10 28.57
Total 35 100

As shown in the table 1 above, responding sexiloligtons, 22(62.85%) account for male which show

the majority of the respondent is male. On theottand, 5(14.29%) of the respondents are betwesen t

ages of 18-29; followed by 10(28.57%) of respongldmtween the ages of

30-39. Moreover,

12(34.28%) of the respondents are between age 4w 8(22.86%) are above 50 years old.
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The third item of table 1 indicates out of 35 remients 7(20%) are below diploma, 11(31.42%) are
diploma holders, 14(40%) ar€' Hegree holders and the holders the remaining B¥8)5account for
MA/MSC. It is interesting to see that the majortfythe employees are graduates. This contriliotése
efficient, effective and productive performanceted enterprise.

With regard to the work experience of the respotalém Procurement Service Enterprise, the data
indicate that most of the respondents 10(28.57%k hebove 20 years, 6(17.14%) have 1-5 years
experience, 5(14.28%) have 6-10 years of experieamg 5(14.28)% of them have 11-15 years
experience, and the rest 9(25.71%) have 16-20 yefexperience. This shows that most of the

employees who are working in the enterprise haoe@li5 years of experience.

3.2. Workers’ understanding of the vision, Mission and ®als of the

Enterprise

Many Scholars producing materials on the field eddership agree that transformational leaders have
unique capacity in motivating followers in ordertetter reach the goals of both leaders and follswe
(Burns, 1978). Leaders who motivate and inspiedr thollowers through the vision and mission ofithe

organization have been better performing than stiwio do not.

The clear understanding of the vision and missfdheir organization on the part of workers has mtec

do with the success and failure of the organizaitiowhich they are working. When workers are aware
of the vision and mission of their organizatiorgyttwill be positively influenced so that they wiork
hard and make unreserved effort for the succegsfal attainment of their organization. Thus, legade
have to use the vision and mission of their orgation as an important instrument of enhancing their
followers dedication for work which would ultimayeknable achieve the organization’'s vision and

mission.
In order to realize the efforts of leaders in hedpihe workers to understanding the vision and iorissf

the Procurement Service Enterprise, the resealad®eraised some issues which are one way or another

have to do with the vision and mission of the gmise. The result is indicated in Table 2 to 4clisws:
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Table 2: Workers’ Level of Awareness about the Vigin of the Enterprise

Respondents
No. Items

In Number In Percentage (%)

1. To what extent the leaders of the enterprise tgximte workers
with visions of what they may be able to accompiishthey

work together to change their practice?

a. To avery great extent 10 28.57
b. To great extent 15 42.85
c. Undecided 2 5.71
d. To some extent 8 22.85
e. To less extent -- --

Total 35 100
2. The leaders are helping workers in clarifying theaming of the

enterprise’s vision in terms of its practical ingglfions.

a. Strongly agree 12 34.28
b. Agree 11 31.42
¢. Undecided 7 20
d. Disagree 5 14.28
e. Strongly disagree - -

Total 35 100

3. Are leaders assisting workers in understandingelaionship

between external initiatives for change and therpnise’s

vision?

a. Yes 20 57.14

b. No 15 42.86
Total 35 100

4. If your answel is “yes” explain its extent

a. To avery great extent 10 50

b. To great extent 9 45

c. Undecided -- --

d. To some extent 1 05

e. To less extent -- --
Total 35 100

As shown above in table 2 (question number 1), eiarlof the enterprise were asked to what exteit the

leaders were trying to excite workers with the asisbf the enterprise so as to encourage them tk wor

together for the attainment of the vision of theéegorise. Accordingly, 42.85% of the workers oé th
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enterprise (respondents) agree that the leaddgtedProcurement Service Enterprise have been megciti
their workers with the vision of the enterpriseat@reat extent. 28.57% of the respondents agae th
their leaders have been exciting them to a vergtgrtent. On the other hand, 22.85% of the respusd
agree that their leaders have been very excitiegitivith the vision of the enterprise to some extent
However, 5.71% of the respondents are unable tmedheir leader’s effort regarding the issue under
discussion. Generally, it is possible to concludat the leaders of the Procurement Service Engerpri
have better performance in exciting their followd#reugh the use of the vision of the enterprifene
add the percentage of respondents who agreed éwyagveat extent and great extent, it will make up
71.42%. This shows that, the leaders have goaniteff enhancing their worker's understanding @& th
vision of the enterprise.

Regarding the leaders effort in clarifying the magrof the enterprise’s vision (Item No. 2), 34.28%

the respondents have expressed their strong agneéendoreover, 31.42% of the respondents have
provided their agreement. On the other hand, 2D#eorespondents are unable to decide. 14.28%eof t
respondents expressed their disagreement. Whemake a comparison between percentages of
agreements and disagreement as well as the undegidecan conclude that 65.70% of the respondents

have agreed with the issue under discussion.

As shown under (item no.3), 57.14% of the respotsdbelieve that leaders of the enterprise have been
assisting their followers to understand the refetfop between external initiatives for change drel t
enterprise’s vision while 42.86% of the respondesngress their disagreement. Even though the
majority of the respondents are in favor of thedkra’ effort, those who do not agree with the isatee
also significant which indicates the existencerfthtions.

The fact that item number 4 is part of (item ng.28) (100%) of the respondents express their agraem
When we look the extent of their agreement, 50%hefm agree to a very great extent and 45% of the
respondents agree to a great extent. Summingeaupmiy, 99% of the respondents have expressed their
agreement in general while only 5% of the respotsdagree to some extent. This shows the positive
move of the enterprise concerned the issue undeuskion.
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Table 3: Leaders’ Effort in communicating the misson and vision of the Enterprise and

acknowledging the compatibility of workers’ and Enerprise’s goals

Respondents
No. ltems

In Number | In Percentage (%)

1. To what extent leaders are using all available dppdies to
communicate the mission and vision of the entegpiosworkers

and other stakeholders?

a. To avery great extent 14 40.00
b. To great extent 11 31.42
¢. Undecided 5 14.29
d. To some extent 5 14.29
e. To less extent - --
Total 35 100
2. How do you express the efforts of leaders in dagistorkers in

developing consistency between the vision of thergniser and

both group and individual goals?

a. Excellent 4 11.42
b. Very good 10 28.57
c. Good 13 37.14
d. Fair 5 14.28
e. Poor 3 8.57

Total 35 100

3. Do you agree that the leaders clearly acknowledgeompatibility

of workers’ and enterprise’s goals when such iscee?

a. Yes
b. No 22 62.86
13 37.14
Total 35 100
4. If your answer is “yes”, express the extent of yagreement
a. Strongly agree 12 54.55
b. Agree 10 45.45
¢. Undecided - --
d. Disagree - --
e. Strongly disagree -- --
Total 22 100
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Regarding the efforts of leaders in communicathregrhission and vision of the enterprise to worlegrs
other stakeholders Table 3(Item No.1), 40% of #&pondents express their agreement to a very great
extent and 31.42% of the respondents expressdleat agreement. 14.29% of the respondents agree to
some extent. On the other hand, 14.29% of theorelgmts are unable to express their agreemenedBas
on the data it is possible to conclude that theontgj(71.42%) of the respondents have agreed thith

issue raised under the question.

Concerning the efforts of leaders in assisting wskn developing consistency between the visiohef
enterprise and the goals of both individuals amddiganization, (Item no.2) 11.42% of the respotslen
believe that the leaders’ effort is excellent. 5286 of the respondents agree that leaders are ghakity
good effort. 37.14% of the respondents rated tHiertsf of leaders as good. While 14.28% of the
respondents considered their leaders’ effort as 857% of the respondents disagree with the idéas
the rest. Considering the percentage of resposdehb favor the good, very good and excellent
(77.13%), it is possible to say that leaders ofah&erprise are performing well regarding the issised

under the question.

As shown under (Item no.3), 62.86% of the respotsdagree that the leaders of the enterprise haate be
clearly acknowledge the compatibility of the goafsworkers and the enterprise while 37.14% of the
respondents disagree. This indicates that evée iajority of the respondents express their agest
the vote of those respondents who express theigdiement is significant which indicates the eriste

of some gap.

As shown in the table (Item no. 4), out of the megfENnts who express their agreement to mend,

out of the 22(100%), who agreed with the issue5%%. of the respondents express their strong
agreement with the idea raised by the question.remMar, 45.45% of the respondents expressed their
agreement. This indicates that the majority opoeslents have strong agreement with the issue under

discussion.
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Table 4: Leaders’ Attention to the achievement oindividual workers

Respondents
No. ltems

In Number | In Percentage (%)

1. How much leaders are trying to help workers achtbeg

individual and the goals of the enterprise?

a. Very high 6 17.14
b. High 14 40
c. Average 10 28.57
d. Low 5 14.28
e. Very Low -- --
Total 35 100
2. Do leaders use every opportunity to focus attentionand

to publicly communicate, the enterprise’s vision goals?

a. Yes 19 54.3
b. No 16 45.7
Total 35 100
3. If your answer is “yes” explain its extent.
a. avery great extent 10 52.63
b. To a great extent 6 31.58
¢. Undecided - --
d. To some extent 3 15.79
e. To less extent - --

Total 19 100

Helping workers to achieve their individual goassery important for the achievement of the goélaro
organization. That is, when individuals achieveitthindividual goals, they will be motivated to wor
hard which in turn contributes its share in thelgaozhievement of their organization. In this regar
workers were asked how much their leaders have beking them in achieving their individual goals
(Item no. 1). Accordingly, 17.14% of the respontdépelieve that the support of leaders is very high
40% of the respondents agree that the supporfgls. hDn the other hand, 28.57% of the respondents
rated the support as average while 14.28% of thporadents believe that their leaders’ contribution
regarding the issue under discussion is low. Gdligemore than half of the respondents believe that

support of leaders is important.

33



The focus of leaders in communicating the entegfwisision and goals has much to do with the
motivation of worker and the success of the enisgprAs shown in the table (under item no. 2)3%.

of the respondents have agreed while 45.7% ofdbpondents disagree. Item no.3 being part of (item
no.2), those who provided their agreement 19(100%)e asked the extent of their agreement.
Accordingly, 52.63% of the respondents agree terg great extent, 31.58% of the respondents agree t
a great extent. On the other hand, 15.79% of thporedents agree to some extent regarding the issue
under discussion. Generally speaking, even thélugimajority of respondents believe that leadethef
enterprise are mostly trying to communicate théowisand goals of the enterprise, the number of
respondents who do not agree is very significad3.6%).

3.3. The Leaders’ Practice of Exhibiting Leadership Role
Table 5: Characteristics of Leaders of the PSE &hteir Personal Attention to Workers

Respondents
No. Items

In Number | In Percentage (%)

1. How much leaders of the enterprise follow open dmsicy and

manifest approachable, accessible and welcomingctea?

a. To avery great extent 9 25.71
b. To a great extent 14 40.00
c. Undecided 5 14.3
d. To some extent 7 20.0
e. To less extent - --

Total 35 100

2. Do leaders give personal attention to workers wdeors

neglected by others? Or are they thoughtful alieaipersonal

needs of such workers?

a. Yes 20 57.14
b. No 15 42.86
Total 35 10C
3. If your answer is yes, explain its extent
a. avery great extent 10 50
b. To a great extent 8 40
¢. Undecided - --
d. To some extent 2 10
e. To less extent - --

Total 35 100
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The role of leaders in enhancing the good relatigmksetween workers and leaders and its importéorce
the successful accomplishment of tasks is undemiabi relation to this, respondents were asked how
much leaders of the enterprise follow open doorcgoand manifest approachable, accessible and
welcoming character. Accordingly (item no. 1), 2B% of the respondents agree to a very great extent
40% of the respondents have expressed their agntéma great extent while 20% of the respondents
agree to some extent. However, 14.3% of the refgus are unable to express their agreement. When
the votes of the respondents who agree with theeissider discussion to a very great extent and to a
great extent, it is possible to conclude that ttagonity of the respondents (65.71%) are in favothafir
leaders’ character.

The above idea information was substantiated byideas of the leaders of the enterprise. Having a
formal procedure in an organization in which thepkayees present their request, grievance, suggestio
and comments is very important in properly addresshe interests and needs of workers, creating a
conducive work environment and ultimately to enteatie productivity of the organization. Leaders of
the Procurement Service Enterprise were asked whétley have created such an environment or not.
Accordingly the majority of the leaders explain&dttthey have prepared a formal procedure. However
few of the leaders disagreed.

Regarding the way how subordinates forward thejuest to their leaders, most of the leaders expdess
that workers have been presenting their case bgaapm physically for discussion, through telephone
call and by writing letters to their immediate bess However, some of the leaders explained tledt th

workers have been forwarding their claim by immegdetters into suggestion boxes.

In many organizations, some workers are neglectedthers. Well qualified leaders have a unique
capacity in giving personal attention to such weoskby realizing their personal needs. Such role of
leaders is very important in reshaping the behavigrsuch workers so as to make them a productive
member of the working group. As shown in tabléuhider item no. 2), 57.14% of the respondents agree
with the positive characters of leaders. On thewnttand, 42.86% of the respondents disagree with th
proposition of the majority. The extent of respemid’ agreement to the idea explained by item no. 3
shows that, 50% of the respondents agree to agreat extent. 40% of the respondents agree teat gr
extent and 10% of the respondents agree to someatexi herefore, it is possible to conclude that th

majority of respondents in the category have gagmpert to their leaders’ character.
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Table 6: The Provision of Capacity building and Prdessional Development Opportunities at the
PSE

Respondents
No ltems

In Number | In Percentage (%)

1. | How much leaders of the enterprise provide adequagiacity building
professional development opportunities through {targn and short-

term trainings?

a. Very high 3 8.57
b. High 5 14.3
c. Average 7 20.0
d. Low 12 34.28
e. Very Low 8 22.85

Total 35 100

2. | How do you evaluate the leadership practice obtiganization as

compared to that of other government organizations?

a. Excellent 6 17.14
b. Very Good 13 37.14
c. Good 9 25.71
d. Average 7 20.0
e. Poor -- --
Total 35 100

Capacity building is one of the most important esuvhich have been drawing the attention of many
leaders. Long-term and short-term training progteave to be designed in order to enhance workers’
capacity. This would ultimately be helpful for thlsiccessful accomplishment of the goals of the
enterprise. Regarding to the practical implemémanf this program, as shown under Table 6 (iteam n

1), 8.57% of the respondents rated it as very high3% of the respondents as high, 20% of the
respondents as average, 34.28% of the respondelie @and 22.86 of the respondents as very lone Th

information in general indicates how capacity himiddis not given the appropriate concern.

As shown in the above table, (item no. 2), 17.14%e respondents rated the leadership practitieeif

enterprise as excellent when they compared it terogovernment organizations. 37.14% of the
respondents rated it as very good & 25.71% of #&paondents as good. Moreover, 20% of the
respondents rated it as average. When we comparexcellent rating with the rest of others, it is

relatively lower.
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Table 7: Leadership Competencies of the Leaders tife PSE

Responses (put a* " mark)

No. Iltems Toavery | Toagreat| Tosome To less Total
Not at all
great extent  extent extent extent

1. To what extent do the leadefrs
exercise the following No. % No. % | No. | % No. % | No.| % No. %

competencies?

a. Ability to inspire others 8 2285| 12 | 3428 19 285f 5 143 I - 35 1do
b. Emotional maturity 11 | 3442| 13| 3714 7| 20 5 14. 1 - 3 10D
c. Empowering others to
_ 15 | 4285| 10 | 2857 7| 20 - - 3 857 35 100
best perform their task
d. Problem solving skills 12 | 3428 14 40 | 5| 143 1 2.86 8.5[7 3 100
e. Willingness to take risks| 10 | 2857| 13 | 37.14 4| 1142 5 148 B 887 3b 100
f. Ability to understand
12 | 3a28| 12 | 3428 7| 20 1 28 3 857 35 100

human behavior

Leadership competence plays a vital role in crgationducive work environment which would
ultimately inspire workers and increase the pragitgtof an organization. In relation to this, vkers
were asked to indicate the some leadership comgietef the leaders of the procurement service

enterprise.

As shown in the above table, regarding the lead®s#ity to inspire others, 22.85% of the resporigden
agree with this competence of leaders to a vergtgertent. 34.28% of the respondents agree wéh th
issue under discussion to a great extent. 28.57%eofespondents agree to some extent. On the othe
hand, 14.3% of the respondents agree to a lesatextfewe add the percentage of the very greagrext
and great extent agreements together, 57.13% akfipondents agreed that the leaders of the eisrpr

have better competence in their ability to insgtirr followers.

Regarding the issue of emotional maturity of thedkrs of the enterprise 34.42% of the respondents
expressed the level of agreement to a very greéah£x37.14% of the of the respondents agree \ith t
issue to a great extent, 20% of the respondenteagrsome extent and 14.3% of the respondente agre
to a less extent. When we add the number of relsptda who agree to a very great extent 11(34.42%)
and a great extent 37.14% it is possible to sayth&6% of the respondents concerning the emdtiona
maturity of their leaders.

37



Empowering workers to best perform their task ig/\important in motivating workers. Concerningsthi
issue, 42.85% of the respondents express theireagmet to a very great extent. 28.57% of the
respondents also agree to a great extent. Addiegwo, it is possible to conclude that 71.42% of
respondents have better perception regarding léeilers’ competence. 20% of the respondents agree t
some extent. However, 8.57% of the respondentsotiagree at all. It has to be underscored tha ev
though the number of respondents who do not agremmall, it indicates the existence of some gap

regarding this competence of leaders.

Problem solving skills of leaders has much to dithwiorkers’ work performance and the successful goa
achievement of an organization. Regarding this pmtence of leaders of the Procurement Service
Enterprise, 34.28% of the respondents agree tayagreat extent and 40% of the respondents express
their agreement to a great extent. 14.3% of theoredents agree to some extent and 2.86% of thepe agr
to less extent. However, 8.57% of the respondémtsot agree at all and this is and indicationarhe

kind of gap regarding the issue under discussion.

Regarding the willingness of to take risks, 28.5@4he respondents agree to a very great extent and
37.14% of the respondents agree to a great exteh#d2% of the respondents agree to some extent and
14.3% of the respondents agree to less extentth®ather hand, 8.57% of the respondents do neeagr
at all. When we add the number of respondents agnee to some extent and to less extent 4(11.42%)
and 5(14.3%) respectively, they will constitute 72846 of the respondents. If we add those who do not
agree (8.57%) of the respondents, it will be cousti34.29 % and this indicates the existence widae

gap in this competence of leaders.

Leader’s ability to understand the behavior of ttliellowers is very important for the workers, leasl

and the organization at large. It is only wherdéga have better understanding of their followbet t
they can motive and inspire them. This understangiill also help leaders to help workers who need
assistance. Leaders can use alternative wayspobagh towards their followers when they have good
understanding about the behavior of their followeiRegarding the leaders ability to understand the
behavior of their workers, 34.28% of the responsleagree to a very great extent and 34.28% of the
respondents agree to a great extent, 20% of tippmdents agree to some extent and 2.86 % of the
respondents agree to a less extent. On the other B&b7% of the respondents do not agree at atlhwh

is an indicator of the existence of some gap reggnthe issue under discussion.
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Leaders were asked about their interaction witkr duéordinates and for how long they respond &irth
subordinates’ request. Most of the leaders agthatl they have very good relationship with their
workers and they have been responding to their everkequest within two weeks. On the other hand,
some of the leaders explained that their relatignsgtith their subordinates is good and they mostly
respond to their subordinates’ request within a timorGenerally, the leaders’ idea substantiatedhky
information gained from workers. Neverthelesss thiformation seems to be paradoxical. On the one
hand, workers have agreed that the leadership &tijfaved by the leaders of the Procurement Service
Enterprise have been contributing to employee twenolherefore, this situation might force us tisea
the question, “Why workers leave the enterprighéfleader-follower relationship is good?”

Table 8: Leadership Behaviors of the Leaders of thBSE

Responses (put av* " mark)

No. Item Strongly ] _ Strongly Total
Agree Undecided Disagree
agree disagree

1. Indicate your degree df
agreement with the following
statements that express th&lo. | % | No. | % | No. % | N % | No.| % | No. | %

behavior of your immediat

11%

supervisor.

a. My immediate 13 [ 3714 | 10| 2857 | 7 20 | 5] 143 | - | - |35 | 100
supervisor is tolerant

b. My immediate 16 | 4571 13| 3714 3 | 857 [ 3| 857 | - | -- | 35 | 100

supervisor fits to the
position he/she hold
c. Myimmediate 10 | 2857 | 13| 3714| 6 | 17.14| 6 | 2724| - | -- | 35 | 100

supervisor has the ability

to accept and seek new
challenges
d. My immediate 10 | 2857 | 10| 2857 | 5 | 143 | 4 | 1142 - | - | 35 | 100

supervisor demonstrated

his dedication and
commitment to the
organization mission,
goals and objectives by
hard work and self

securities
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Leaders’ behavior is one of the key element inrdat@ng the success or failure of an organizatidin.

has strong impact in influencing the condition afrlvenvironment. As shown in the table 8, some fou
behaviors of leaders were forwarded to workershefgrocurement Service Enterprise to express their
degree of agreement. Accordingly, regarding hovetmieaders of Procurement Service Enterprise are
tolerant 1(a), 37.14% of the respondents stronghg@ and 28.57% of the respondents agree. On the
other hand, 20% of the respondents are unableddeland 14% of the respondents do not agree. When
we add the later two responses it will make up 3#the respondents which is an indication of the

existence of some gap so far as this behavioragfeles is concerned.

When right persons are placed in the right positibay will positively influence their followers drthis

has its own contribution for the effective accorsipfnent of jobs. As shown in the table above under
item no. 1(b), 45.71% of the respondents stronghg@ and 37.14% of the respondents also expreiss the
agreement. On the other hand, 8.57% of the regmschre unable to decide while 8.57% of the
respondents disagree. When we add the latter twopg, they will constitute 17.14% of the total

respondents. This reflects the existence of sawilggm regarding the issue under discussion.

Leaders’ ability to accept and confront challenigegery important for the successful goal achievetme
As shown in the table above, item no. 1(c), 28.%%e respondents strongly agree and 37.14% of the
respondents express their agreement. On the lodinek, 17.14% of the respondents are unable toelecid
However, 17.14% of the respondents have expresmiddisagreement. This implies that existence of

some degree of weakness on the part of leadersdirgaheir ability of confronting challenges.

Leaders’ dedication and commitment to the achievesnef the mission, goals of objectives of an
organization play a crucial role to bring aboutadlover success. As shown above item number 1(d),
28.57% of the respondents strongly agree and 28.6f7%ie respondents agree. Adding the two is
possible to say that 57.14% of the respondentp@sitive towards the commitment of the leadershef t
enterprise. However, 14.3% of the respondentsiaable to decide. 11.42% of the respondents expres
their disagreement. Overall, this information shoxatid weakness on the part of leaders regardieg th

commitment of leaders to achieve the mission, gaadsobjectives of the enterprise.

In order to identify the types of leadership stytediibited by the leaders of the Procurement Servic
Enterprise, interview was conducted with leadersvarious levels of the enterprise. Accordingly,
characteristics exhibited by the five leadershypest Autocratic, Bureaucratic, Democratic, Paptitive,

Charismatic and Laissez-fair were raised.

40



As part of checking whether the leaders of therpnte exhibit an Autocratic leadership style, ploénts

that the researcher raised during the interviewewerwhat extent the leaders have been unilaterally
making decisions with out being accountable forrghéng, leaders have complete command and hold
over their workers, leaders make unquestionabléides, not allow workers to criticize the practicke
leaders and make decisions with out consulting therkers. Accordingly, the majority of the leasler
who participated in the interview pointed out thiay have been exhibiting an autocratic leaderstyiie

to some extent while some of the leaders belieakthey exhibit this leadership style to a lesgmlixt

To examine the situation of bureaucratic leadershyfe exhibited by the leaders of the enterprike,
guestions raised during the interview were: to vehdent the leaders were adhere the organizatiates

and policies, impose strict and systematic disogplon the workers, and make sure that everything is
done in an exact way to ensure accuracy. The mapirthe leaders to a vey great extent agreethiest
have been exhibiting a bureaucratic leadershig st@n the other hand, some of the leaders agrae to
great extent. Therefore, it is possible to coneltitht bureaucratic leadership style is one ofitimainant

leadership styles exhibited by the leaders of titerprise.

The above information is strongly substantiatedh®ycustomers of the enterprise. Most of the coste
both suppliers and purchasers have explained ligaemterprise have been strictly respecting athlleg
procurement rules and regulations of the countffhis implies how much the leadership of the

Procurement Service Enterprise has a bureauciaticen

During the interview with leaders of the enterpritbe researcher raised the following points ineoitd
check to what extent leaders have been exhibititgnaocratic leadership style: Promote a senseaofi t
work, guide workers on what to perform and how &fegrm, allow workers to provide input before
making decisions, and invite workers in decisiorkimg. Generally speaking, the majority of the leisd

of the enterprise to a very great extent agreettieggt have been exhibiting the above competendies o
democratic leadership style. Moreover, some ofleéhéers also agreed to a great extent and felweof t
leaders agree to some extent. This finding seerbe t contradictory. This because, as it was aqgida
above table, the majority of the leaders to a \Fpat extent and some of the leaders to a greahtext
agreed about the existence of bureaucratic leaigessyle in the enterprise. Thus, in such a wagkin

climate it is very difficult to expect competencigisdemocratic leadership style.

In an attempt of examining as to whether partitygateadership style is exhibited by the leadershef
Procurement Service Enterprise, the following isswere raised: accept workers’ ideas before making
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decision, encourage workers in decision makingntaai a healthy relationship with their workersdan
involve all workers in identifying essential goalsegarding the three points (accept workers’ ideas
before decision, maintaining of a healthy relatfopswith their workers and the involvement of all
workers in identifying essential goals), the mdjodf the leaders agreed to a very great extenfemaf

the leaders agreed to a great extent. Howeveardimy the issue of encouraging workers in decision
making, the majority of the leaders agreed to sewtent while of them agreed to a less extent. This

shows, to what extent decision making has beemxbleisive responsibility of leaders.

The researcher raised the following points in otdeinvestigate to what extent leaders of the @niss
have been exhibiting the charismatic leadershippsiencies: leaders have been viewed as a hercsand a
having supernatural powers and abilities, are caifident and having strong belief over their decis

and actions. Regarding the last point (the isdueoafidence), the majority of the participants dav
agreed to a very great extent and some of thellgadgeed to a great extent. However, in theafete
points which express the competencies of charisrfedidership style, some of the leaders were urable
decide as to whether they have been exhibitingsiatic character. Some of the leaders agreedne s
extent and the majority of the leaders agreed tesa extent. Therefore, it is possible to say that
charismatic leadership style do not characterieeléhders of the enterprise except the confidemeg t

have as a character of charismatic leaders.

During the interview with the leaders of the entesg the following competencies of laissez-fair
leadership style were raised: trust their workerpearform the job themselves, allow workers congplet
freedom to make decisions concerning the compleifdheir work, provide little or no direction tbeir
workers, and focus on the rational aspect of tiweitk and not on the management. Accordingly, some
of the leaders to a very great extent agreed ttet have been exhibiting competencies of laissez-fa
leadership style. The majority of the leaders egped their agreement to a great extent. Moretesr,

of the leaders believe that they have been exhipitharacteristics of this leadership style to semntent.
Generally, the existence of this leadership stylthe enterprise contradicts with what has beetudssed
above. As it is explained above, the majoritylef tleaders of the enterprise expressed that congiese

of bureaucratic and democratic leadership styles baen exhibited in the leaders’ behavior. Tioeeef
the existence of competencies of laissez-fair lesduile style seems to be a paradox. This is becanse
can not expect laissez-fair leadership style ireavironment where bureaucratic leadership competenc

is dominant.

3.4. Employees Reaction to Leadership of the Enterprise
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Table 9: Employees Satisfaction with the Leadershipractices of the PSE

Respondents
No. Items

In Number | In Percentage (%

1. Most of the organizations employees are satisfiit tlie

leadership practices of the organization?

a. Strongly agree 7 20.0
b. Agree 12 34.29
c. Undecided 9 25.71
d. Disagree 7 20.0
e. Strongly disagree - -

Total 35 100

2. To what extent leaders are encouraging individusinimers

to try new practices consistent with their intes@st

a. avery great extent 6 17.14
b. To a great extent 7 20.00
¢. Undecided 10 28.57
d. To some extent 8 22.85
e. To less extent 4 11.47

Total 35 100

3. How do you explain the relationship between empgye

and leaders of the enterprise?

a. Excellent 5 14.28
b. Very good 13 37.14
c. Good 10 28.57
d. Fair 5 14.28
e. Poor 2 571

Total 35 100

4. Do you agree that leaders are trying to instilviorkers, a

sense of belonging to the enterprise?

a. Strongly agree 9 25.71
b. Agree 11 34.42
c. Undecided 7 20.00
d. Disagree 8 22.85
e. Strongly disagree - --

Total 35 100

The satisfaction of employees with leadership jcastis very important for the productivity of an
organization. This is because the more employeesaisfied, the more they will be motivated torkvo
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hard and to have strong commitment. Workers ofRh@curement Service Enterprise were asked to
express the level of their satisfaction with thaedership practice of their leaders. A shown inttide

above, item number 1, 20% of the respondents dir@auggyee, 34.29% of the respondents agree. 25.71%
of the respondents are unable to decide their aggee However 20% of the respondents disagree with
the issue under discussion. This information iatis the existence of some gap in the employees’

satisfaction with their leadership practice.

When workers are encouraged to try new practites; will develop self-confidence and improve their
capacity and creativity. When expressing to whaerd leaders of the Procurement Service Enterprise
have been encouraging their followers (item nun#)et7.14% of the respondents agree to a very great
extent. 20% of the respondents agree to a gréante22.85% of the respondents agree to sometexten
and 11.47% of the respondents agree to a lesstextawever, 28.57% of the respondents are unable t
decide. Therefore, based on this information,sitpbssible to conclude that, the leaders’ effort to

encourage their followers is still less.

Leader-follower relationship in an organizationasdecisive factor for the success or failure of an
organization’s goal attainment. As shown in tHalégitem number 3), 14.28% of the respondents said
that the relationship between leaders and workethea Procurement Service Enterprise is excellent.
37.14% of the respondents rated the relationshigeasgood and 28.57% of the respondents ratesl it a
good. 14.28% of the respondents agree that tladiaeship is fair while 5.71% of the respondents
perceived it as poor. Taking the agreement ofntlagority into account, it is possible to concluthe t

leader-follower relationship of the enterprise nakm

Leaders were asked as to whether they regularbusiéswith their subordinates by arranging meetings.
The majority of leaders expressed that they haea logscussing with their subordinates on regulaisba
(weekly). However, few leaders of the enterprispl@&ned that they do not discuss with their wosker
However, one can understand the existence of liimita regarding the issue under discussion from the
information provided by some respondents and faddes.
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In order to substantiate the information gainednfrboth the workers and leaders of the enterprise,
customers were asked to explain the leader sulmiedirelationship of the Procurement Service
Enterprise. Most of the customers explained they &are unable to give tangible information regagdi
this issue. They asserted that most of their cbritas been only with limited departments or units.
Because of this limited contact they do not hawemplete picture of the leader-follower relationtlie

enterprise.

Some of the customers explained that they do nat Haep knowledge about the relationship. However,
they guessed that the leader-follower relationgioipd only based upon the fast service delivery tith
units that they contact.

Workers sense of belongingness to their organizdtas much to do with their commitment and devotion
to the effective mission and vision accomplishmemt that end, leaders should commit themselves to
instill this sense in their workers. As shownlie table (item no. 4), 25.71% of the respondentsgty
agree that leaders of the Procurement Service fifigerhave been doing that. 34.42% of the respusade
have also expressed their agreement. On the b#mat, 20% of the respondents are unable to decide.
However, 22.85% of the respondents disagree witht wthers said. Since the number of those who are
unable to decide (20%) and those who disagree §p2d@jether which is (42.85%), the information
indicates the existence of considerable gap inlehders’ effort in creating a sense of belongingnes

among their followers.
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Table 10: Leaders’ Expectations of their WorkersCapacity of Leaders in Confronting Conflicts
and Employee Turnover

Respondents
No. Items

In Number | In Percentage (9

1. Are the leaders of the enterprise expecting wortelse
innovative, hard-working and professional and thpsaities

are included among the criteria used in hiring veosk

a. Yes 30 85.71
b. No 5 14.29
Total 35 100

2. How often do the leaders of the enterprise coniingntonflict

openly and acting to resolve it through the usshafred values?

a. Very often 5 14.28
b. Often 7 20.00
c. Sometimes 10 10.57
d. Rarely 13 37.14
e. Veryrarely -- --
Total 35 100

3. How often do leaders act in a manner consistetltt thibse

beliefs and values shared within the enterprise?

a. Very often 2 5.71
b. Often 7 20.00
c. Sometimes 15 42.85
d. Rarely 8 22.85
e. Veryrarely 3 8.57

Total 35 100

4, The leader ship style demonstrated by the managemasn
significantly contributed to high employee turna¥er
a. Strongly agree 9 25.71
b. Agree 12 34.29
¢. Undecided 14 40.00
d. Disagree -- --
e

. Strongly disagree - -

Total 35 100
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Regarding the leaders’ expectation of their workerse innovative, hard-working and professiontni
number 1), 85.71% of the respondents agree thd¢tleaf the Procurement Service Enterprise have bee
doing well concerning the issue under discussiBut still the presences of workers who do not agree
with the leaders’ effort are indicators of the liations that have not been still avoided by theldeship

of the enterprise.

Conflicts are normal in the day to day social iattion of individuals and groups. Even conflicts a
important for social development if they are prdpenanaged and resolved. To that end, leaders toeed
have the culture of confronting conflicts openlydaaxcting to resolve them through the use of shared
values. As shown in the table (Item number 2)poagents were asked to what extent leaders of the
Procurement Service Enterprise have been configotinflicts. Only 14.28% of the respondents believe
that their leaders have been doing it very oft@0% of the respondents agree that their leadees oft
confront conflicts. 10.57% of the respondents egheat leaders are confronting conflicts some times
37.14% of the respondents agree that their leadersonfronting conflicts rarely. Based on the\akr
information (data), it is possible to conclude thestders of the enterprise have considerable liimita

regarding the issue under discussion.

When leaders act in a manner consistent with thiefbeand values shared with within the enterprise,

will create a stabilized and conducive work envimemt. To that end, workers of the Procurement
Service Enterprise were asked how often their lesadi@ve been acting (Item number 3).
Accordingly, 5.71% of the respondents believe thetir leaders are acting very often. 20% of the
respondents agree that their leaders are actieg.ofdn the other hand 42.85% of the respondenézag
that leaders have been acting sometimes. 22.858teofespondents agree that their leaders have been
acting rarely and 8.57 of the respondents belibatleaders have been acting very rarely. Gegethk
information indicates the existence of a wide gaphie manner of leaders in acting consistent with t

beliefs and values shared among members of thepeiste

Leadership style is strongly related with employéaesover. The more leaders create conducive work
environment, consider the interests of their fokbosy the more will be followers sense of belongexm
to their organization. As shown in the table (item 4), 25.71% of the respondents strongly agnae t
the leadership style at Procurements Service Etgerpave been contributing for employee turnover.
34.29% of the respondents also agree. However, dD¥spondents do not decide. The absence of
respondents who disagree with the issue shows hoplogee turnover is a serous problem in the

enterprise.
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3.5. The Participation of Workers in the Decision-Making Process

Table 11: Workers Involvement in Decision Making

No. ltems Respondents
In Number | In Percentage (%)
1. How often leaders are referring to the goals of the
enterprise and making explicit use of them wherisitats
are being made about changes in the enterprise?
a. Very often 3 8.57
b. Often 7 20.00
c. Sometimes 7 20.00
d. Rarely 8 22.85
e. Veryrarely 10 28.57
Total 35 100
2. How much leaders of the enterprise are trying spoed
positively to workers’ initiatives for change atesf as
possible?
a. Very high 3 8.57
b. High 10 28.57
c. Average 12 34.29
d. Low 7 20.00
e. Very Low 3 8.57
Total 35 100
3. To what extent leaders take individual worker’snigins
into consideration when initiating actions that nadfgct
their work?
a. avery great extent 4 11.47
b. To a great extent 7 20.00
¢. Undecided 14 40.00
d. To some extent 7 20.00
e. To less extent 3 8.57
Total 35 100
4. Where do you rate the extent of the employeesvwevoent
in the decision making process?
a. Very high -- --
b. High 6 17.14
c. Average 8 22.85
d. Low 10 28.57
e. Very Low 11 31.43
Total 35 100

When making decisions referring to the goals obaganization is very important for the successfséne

of goal attainment of any institution. Workers betProcurement Service Enterprise were asked how
much their leaders have been referring the goalseo&nterprise when decisions are made. As slmown
the table (Item number 1), 8.57% of the respondagtse that leaders are referring to the goalfief t
enterprise very often. 20% of the respondentebelthat their leaders are often referring to thalgyof

the enterprise. According to the 20% of the redpots, leaders sometimes refer to the goals of the
enterprise. On the other hand, 22.85% of the resputs agree that leaders are rarely referrindpeo t
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goals of the enterprise. However, 28.57% of tispoadents believe that leaders are referring tgolaé
of the enterprise very rarely. Based on the alimieemation, it is possible to conclude that thaders of

the enterprise have a vivid weakness regardingsgue under discussion.

Positive response to workers’ initiatives for charms a vital role in motivating workers as welltas
strengthen the positive relationship between warlegrd leaders. In this regard, as shown in theeabo
table (Item number 2), workers of the ProcurememtiSe Enterprise were asked to rate how much their
leaders are responsive to their initiatives forngfga Accordingly, 8.57% of the respondents ratexbi
very high. The same number of respondents (8.58%})l the responsiveness of their leaders as high.
28.57% of the respondents rated the same caseeggay On the other hand, 34.29% of the resposdent
believe that their leader’s responsiveness is ldvMoreover, 20% of the respondents agree that their
leaders’ responsiveness to their workers’ initiatifior change is very low. Based on the above
information, one can generally say that the leadéthe enterprise have not been positively resjmond

to workers’ initiatives for change.

Considering the opinion of individual workers whitgtiating actions is very important for motivagin
workers. As shown in the table (ltem number 3)rkecs were asked how much their leaders are
considering the opinions of individual workers vehitaking actions. Accordingly, 11.47% of the
respondents believe that the leaders are considén opinion of individual workers to a very great
extent. 20% of the respondents agree to a greahexHowever, 40% of the respondents are unable to
decide regarding this behavior of leaders. 20%hefrespondents agree with the issue to some extent
while the remaining 8.57% of the respondents atpreeless extent. Generally, the information réada

the existence of considerable limitation on thet mdirleaders of the procurement Service Enterprise

regarding their consideration of the opinion ofiunduals.

Scholars agree that for the successful goal ateihmof an organization, the participation of wosker

the decision making process is very important. k& of the Procurement Service Enterprise were
asked to rate the extent of their involvement mdlecision making process. As shown in the tdi#en(
number 4), 17.14% of the respondents believe tiafptrticipation of workers in the decision making
process is high while 22.85% of the respondentiriitas an average. However, 28.57% and 31.43% of
the respondents rated it as low and very low rasmdg. Based on the above information gained from
the data, it is possible to conclude that leadétheenterprise have been giving little room farkers’

participation in the decision-making process.
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In relation to the above idea, leaders of the Peroent Service Enterprise were asked whether they
involve their subordinated in decision making. éwatingly, the majority of the leaders expressed tha
they sometimes involve their subordinates in denishaking regarding job related matters. On therot
hand, some of the leaders never allow their subatdd in decision-making about customers’

satisfaction.

Regarding the extent of the workers’ participafiothe decision making process, few the leadersesgp
that they have been allowing their workers toipgdte to a very great extent. Moreover, soméhef
leaders believe that they have been allowing thelirement of workers in the decision making process
to a great extent. However, the majority of thedkrs agree that they have been some times ingolvin

their subordinates in the decision making process.

In order to know the performance of the enterpinsgelivering service, customers were asked howmuc
they have been satisfied by the service providedhbyProcurements Service Enterprise. Most of the
customers who have been gaining purchasing sebyithe PSE explained that, the enterprise has wide
experience in giving fast purchasing service. Thdged that purchasing process encompass several
activities. They asserted that international pasitg service to buy machineries; laboratory eqeip

and others require maximum care. Thus, they ptefget purchasing service by PSE since the erigerpr

has a cumulated experience in these activities.

However, some of the customers have explainedibat are times during which goods are not arrated
the required time. They also added that some titnesgoods purchased by the enterprise with poor

quality. But still they found the service giventhe enterprise good.

Supplier customers of the enterprise have witnesisedexistence of transparent purchasing process.
They also added that the enterprise strictly reistiex procurement policy of the federal government.
However, some of the customers explained that sorestpayments are not timely performed. They also
described that to get the completion of some affiiey comment that the enterprise can shortetirtige
required to finalize some affairs.

What can we understand from the information likat tf the purchasers, suppliers have positiveak |
about the service provided by the enterprise. Heweegarding the provision of fast service, sigipl

customers have some reservations.

50



Customers were asked how the leaders of the eisermrspect other stakeholders (customers). Both
supply and purchases customers of the enterprige dqgpreciated the leaders good reception andt effor
to provide fast service delivery. However, thepa@éed that there are times during which they are
unable to get the concerned body because of meetirigch caused them to waste time unnecessarily.
Both customers (Suppliers and Purchasers) wertethtd give their opinions, comments and suggestion
about the general service delivery of the entegpriglost of them explained that the service pravidg

the enterprise is better when compared with otleemment institutions. They explained that despit
the enterprise have been providing better servitdésis not been well know by many institutionshey
suggested that, it is better of the enterprisertonpte itself through the mass media. It is alsttel to
shorten the process of visiting a number of offiweget the completion of a specific affair.
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CHAPTER FOUR

SUMMARY, CONCLUSION AND RECOMMENDATION

This chapter deals with summery, conclusion andmeoendations forwarded by the researcher

based on the major findings of the study.

4.1. Summary

>

According to most workers, the leaders of the gmiee have not been acknowledging the
compatibility of the goals of workers and the eptiese. However, significant numbers of
respondents disagree. This indicates the existefidangible gap and some weakness
regarding the issue under discussion. Moreover,ntljority of workers believe that the
leader-follower relationship in the enterprise, éi@ome kind of weakness particularly in
separately treating some of the workers who aratedgby others. The information gained
from the interview with leaders substantiated tloekers idea.

Capacity building is very important to have a reléareservoir of work force. However, the
information gained form the workers of the entesprshowed that capacity building has not
been given the appropriate concern. Unless thepaige revises its practice regarding the
issue under discussion, it will jeopardize the fatsuccess of the enterprise.

Regarding the leaders competencies such as atalitgspire others, emotional maturity,
empowering others to best perform their task, mwbkolving skills, willingness to take
risks, and ability to understand human behavioe, itiajority of workers agree that the
leaders of the Procurement Service Enterprise haga exhibiting better performance.
Concerning the behaviors of their leaders, the ritgjof workers believe that most leaders
have been exhibiting less tolerant behavior. Onother hand, regarding the leaders ability
to accept and confront challenges, the majoritwaikers have positive out look. Thus, this
study has also discovered that leaders of the pger have lower performance in
confronting conflicts.

Even though, the majority (53.49%) of the workeawén positive outlook to their leaders,
the remaining workers have expresses their di¢aetiisn. Moreover, leaders of the
enterprise have less effort in encouraging thdiofeers. However, the information still

revealed the existence of normal relationship betweaders and workers of the enterprise.
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4.2.

The information gained from the collected data p@isted out that leaders of the enterprise
have not good expectation of their workers to b®wative, hard working and professional.
This might have its own share for the high ratemiployee turnover. Moreover, leaders of
the enterprise have not been considering the apiofoindividual workers while taking

action and making decisions.

Conclusion

The information gathered through questionnairdeffilby workers of the enterprise)
pointed out that the leaders of the Procurementi@eEnterprise have been exciting their
workers with the vision of the enterprise. Most kerys believe that their leaders have been
helping them to understand the vision of the emisep Leaders also assist their followers
to understand the relationship between externtihiivies for change and the enterprise’s
vision. The fact that transformational leaders\asenary, the efforts of leaders mentioned
above imply the leaders of the enterprise havesteammational leaders of character.

The leaders of the enterprise have better perfocenanexciting workers with the vision of
the enterprise and they also have good effort imaeaing their workers understanding
about the vision of the enterprise. Most workexbdved that leaders of the enterprise have
been performing well in communicating the missiod &ision of the enterprise to workers
and other stakeholders. Leaders have been perfgriwel in assisting workers to develop
consistency between the vision of the enterprigktha goals of individuals.

Even though, leaders of the enterprise have bepmbevorkers to achieve their individual
goals, their contribution in this area is low. P#s the existence of weakness, leaders of
the Procurement Service Enterprise have been parfgr well in enhancing good
relationship between workers and leaders. Howekerissue of giving personal attention to
individual members and capacity building has narbgiven due regard by the leaders of
the Procurement Service Enterprise. Thus, pracfiéteaders might have its own impact for

employee turnover.
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» Leadership competencies of the leaders of the Peowent Service Enterprise like ability to
inspire others, emotional maturity, empowering ath® best perform their task, skills of
problem solving, willingness to take risks and ipito understand human behavior are
generally valued as positive by the workers ofegheerprise with relatively some weakness
in empowering subordinates. Moreover, the resedah found out some weakness in
leaders’ behavior like tolerance, ability to accepeéw challenges, demonstrating
commitment and dedication to develop compatibltigfween the mission of the enterprise
and individual goals.

> Leaders of the enterprise have not been giving rdgard to the workers satisfaction,
encouraging workers to try new practices, develppiorkers’ sense of belongingness to
their organization, culture of confronting conficopenly and try to properly manage,
responsiveness to their workers’ initiative for iege, considering the opinion of individual
workers while initiating actions and their involvent in decision making. This in return
have been seriously affected the workers’ sengelohgingness to their enterprise.

» The enterprise has been trying to satisfy its eusts to the best of its level, however, there
are still some problems which need to be resolvedrder to strengthen the existing
relationship. For instance, the highly bureaucratature of leadership which requires
customers to visit a numbers of offices to getdbmpletion of even very simple cases has
been the sources of dissatisfaction

» Generally, in this study, an attempt was made teestigate whether transformational
leadership is practiced at the Procurement SeBaterprise. Thorough analysis of the data
collected in the light of the objectives of thedstuevealed that because of the prevalence of
bureaucratic leadership style, transformationatiéeship have been inadequately practiced
by the leadership of the enterprise. This discrepabetween the high demand for
transformational leadership among followers andinbdequate transformational leadership
characters demonstrated by the existing leadendhipe enterprise implies that there is still
a room for implementation of this leadership stylethe enterprise which might help to
make the enterpriser more effective. In this regtrd enterprise’s leadership may exploit
the level of readiness and willingness of the wmkef the enterprise to exercise
transformational leadership at desirable level.

4.3. Recommendations
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The following recommendations were forwarded basethe major findings and conclusions.

> Leaders of the enterprise should use the visioth @ission of the enterprise as an

instrument of motivating and inspiring their workeMoreover, they should consider their
weakness in acknowledging the compatibility of goals of their workers and that of the
enterprise. This is because; it is only when wakidasink of their goal that they can be
encouraged to work had which in return will conitid for the attainment of the goal of the
enterprise. Leaders of the enterprise should dpvetderant character, be strongly
committed to achieve the mission, goals and obgs of the enterprise in order to
improve the workers’ satisfaction with their leasl@p practice.

As part of improving the leader-follower relationshleaders of the enterprise should give
personal attention to their individual workers lBalizing their personal needs so as to
enhance their sense of belongingness to the eiserporeover, leaders of the Enterprise
should provide a strong emphasis to capacity mgldin order to make the futures of the
enterprise bright. To that end they should givertierkers short term and long term
training and education opportunities. In additibeaders should organize seminars and
workshops through which they can enhance the krdgeleskills and experience of their
followers. This will minimize otherwise avoid thegblem of employee turnover. The fact
that the enterprise is profit making institutioh;should allocate the required amount of
budget for solving the various problems which wohilader its future success.

Because of the bureaucratic style of leadershipbéeld by the leaders of the enterprise,
workers have not been actively participating in dieeision-making process. Leaders of the
enterprise should positively respond to workergiatives for change, take the opinion of
individual workers while initiating actions and @\ workers to actively participate in
decision-making process. Thus, leaders of the gmgershould revise their leadership style
in order to put the fate of the enterprise on tife side. Moreover, leaders of the enterprise
should provide serious concern about the feelinghefr customers and promote the

enterprise to make their enterprise known by mamghmser and supplier customers.

The leadership of the enterprise has not beenepsomracticing some of the most

important elements of transformational leadersliip communicating the vision of the
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enterprise with passion and purpose, Pay persdiegitian to others in a way that engages
them and generates trust and commitment, genuaagly about them, what they want, and
how they can serve them, have the qualities ofjiima or idealized influence, inspirational
motivation, intellectual stimulation and individimdd Consideration or Individualized
Attention. However, the problem is by far much esev in relation to individual
consideration. Therefore, the leadership of therpnise should try to address this problem
without wasting time. To do so, the leadership #thokesign some strategies of tackling the
problem such as care about and seek for the dewelapof followers, encouraging and
treating everyone equally, giving personal attentaiad trying to know individual members,
promoting capacity building, providing recognitioand personal encouragement to
individuals for good performance and so on.

In order to successfully solve the different profdethat have been encountering the
enterprise and to enable the enterprise move ocessgcit is better to revise the existing
leadership style i.e. transformational leadershyfesshould take the leading at the expense
of autocratic and bureaucratic leadership stylé® [Eadership of the enterprise should try
to make use of the existing conducive environmemrt (ilingness and readiness of
workers to adopt transformational leadership. &doer, the leadership should travel far to
solve the problems found out by this research. €bidd be done by practically trying to

address the problems so far prevailing in the prisa.

56



Bibliography

Alexander W.A. and Helen S.A.(2000). Leadership Considered: Engaging Higher Education in Social
Change. Available at http://www. What is Leadership. Accessed on Jan 10, 2011.

Allio R.J.(1999). Human Resource Management. (3™ ed.) New Delhi: Tata McGraw-Hill Publishing
Company Limited.

Avolio B.J., and Bass B.M. (1988). Transformational Leadership, Available at http://www. Accessed on
Jan 10, 2011.

Avolio B.J., and Yammarino F.J. (2002). Transformational and Charismatic Leadership. Leadership, The
road ahead. Boston: JAI.

Bass B.(1985). Leadership and Performance Beyond Expectations. New York. Free Press.

Bass B.(1990). “From Transactional to Transformational Leadership: Learning to share the vision”.
Organizational Dynamics. Vol.19. (PP.26-40).

Bass B.M. and Avolio B.J.(1993a) “Transformational Leadership: Leadership theory and Research”.
New York. (PP.49-80).

Bass B.M. and Avolio B.J.(1994) .Improving Organizational Effectiveness through Tranformational
Leadership. Thous and Oaks, CA: Sage.

Bass B.M. and Riggo B.J.(2007) Transformational Leadership. (2™ ed.). Mahwah, NJ: Lawrence
Erlbaum Associates.

Black J.S. and Gregersen, H.B. (1997). “Participative Decision-Making”. An Integration Multiple
Dimensions Human Relations, Vol.50, (pp 859-878).

Bolden R. (2004). What is Leadership. Available at http://www. Leadership Southwest Research Report
accessed on Dec. 27, 2010.

Borgatta E.F. and others (1954). “Some findings Relevant to Great Man Theory of Leadership”. American
Sociological Review, Vol. 19, No.6, (pp 755-759).

Brannen J. (1992). Mixing Methods: Quantitative and Qualitative Research. Alder shoot: Averbury.
Burns J.M.(1978). Leadership. New York: Harper & Row.

Cotton J.L. etal.('1988). “Employee Participation”. Academy of Management Review, Vol. 13(PP.8-22)



Davis T.R. and Luthans F. (1979). “Leadership Reexamined: A behavioral Approach”. Academy of
Management Review Vol. 4 (PP.237-248).

Diver, T. and Others (2002). “Impact of Transformational Leadership on Follower Development and
Performance. A Field Experiment:. Academy of Management Journal, Vol. 45, No. 59 (PP.735-
744).

Fielder, F.E.(1967). A Theory of Leadership Effectiveness. New Your. Mc Graw-Hill.

Gellis, Z.D.(2001).” Social Work Perceptions of Transformational and Transactional cvLeadership in
Health Care”. Social Work Research, Vol 25, (PP17-25)

Hersey, P., and Blanchard, K.H. (1988). Management of Organizational Behavior. Englewood Cliffs NJ
Prentice — Hall.

Hick M. (2007). Leadership Styles and Types —Overview of Skills. Available at http://www. Accessed on
Jan. 12, 2011.

Hollander, E.P. (1992). “The Essential Interdependence of Leadership and Fellowship.” American
Psychological Society, Cambridge Press, (PP.71-75)

Howell, J.M., and Avolio,B.J.(1993). “Transformational Leadership, Transactional Leadership, locus of
Control, and Support for innovation” Key Predictors of Consolidated-Business unit Performance.
Journal of Applied Psychology. 78, 891-902.

International Students Edition (1997). Oxford Advance Learner’s Dictionary. Oxford University.

Janda, K.F.(1960).” Towards the Explication of the Concept of Leadership in terms of Power: Human
Relations, Vol. 13, No. 4. (PP.345-363).

Jennings E.E.(1960). An Anatomy of Leadership: Princes, Heroes and Supermen. New York: Hrper.

Jung, D.I, Chow, C., and Wu, A. (2003). “The Role of Transformational Leadership in Enhancing
Organizational Innovation: Hypotheses and Some preliminary findings.” The Leadership
Quarterly, Vol.14, (PP.525-544).

Katz D. (1951) Survey of Research Center: An Overview of the Human Relation Programmed. In
H.Guetzkow

Kuhnert K. (1994) “Transformational Leadership: Devlelping People through Delegation Improving,
Organizational Effectiveness Through Transformational Leadership (PP. 10-25).

Leithwook K. etal.(1999). Changing Leadership for Changing Times, London: Open University Press.

Lewin K. and others. (1939) “Patterns of Aggressive Behavior in Experimentally Created Social Climates”.
Journal of Social Psychology, Vol. 10, (PP.271-301).




Likert R. (1967) The Human Organization: Its Management and Value. New York: McGraw.

Locke, E.A., and Scheweiger D.M. (1979). Participation in Decision Making. Research in Organizational
Behavior.

Mullins J. (1996). The Impact of Leadership Style and Employees Participation in Organizational
Commitment In Different Generation. (4™ ed.) Great Britain, Pitman Publishing.

Probst T.M. (2005). “Countering the Negative Effects of Job Insecurity Through Participative Decision
Making”. Journal of Occupational Health Psychology, Vol.10, (PP.320-329).

Schermerhorn, J.R etal (2001). Organizational Behavior (9" ed.) John wiley & Sons Inc. Available at
http://www. Accessed on Jan 10, 2011.

Stogill r.M. (1974). Handbook of Leadership. A survey of theory and Research, New York. Free Press.

Tomova S. (2011). Leadership Styles. Available at http://www. Accessed on Jan 8, 2011

Vroom V. and Yetton P. (1973). Leadership and Decisions Making. University of Pittsburgh. PA.

Wanjiru M. (2008) A Look at the Different Types of Leadership Styles. Available at http://www. Accessed
onlJan §, 2011.

Yammarino F.J. and Dubinsky A.J. (1994). “Transformational Leadership Theory.” Personnel Psychology,
Vol.47, (PP.787-811).

Yukl G.A. (1989). Leadership in Organizations. (2" ed.) Englewook Cliffs. NJ: Prentice Hall.
Yukl G.A. (1994). Leadership in Organizations. (2" ed.) Englewook Cliffs. NJ: Prentice Hall.
Yukl G.A. (2002). Leadership in Organizations. (5™ ed.) Upper Saddle River, NJ: Prentice-Hall

Zin M. (2004). Autocratic Leadership. Available at http://www. Career-Development Accessed on Jan 8,
2011.




St.Mary’s University College
Faculty of Business
Management Department
A Questionnaire to be Filled by Leaders of the Enterpse
I would like to thank you for your willingness amdoperation in filling out this questionnaire. The
main objective of this study is to assess the Toamstional Leadership Practices and Challenges at
Procurement Service Enterprise. The success sfdidy is entirely dependent on your kind co-
operation, and genuine and frank response to tkstigm raised. This study is required solely for a

academic purpose and thus the confidentiality off yoformation will not be compromised.

Remarks:
= All questions are equally importance and valuabléhts research. So please you try to answer
all question.
* No need of writing your name.
» Please putv" in the given boxes
» Please do not hesitate to include additional iyputwant to include.

PART ONE: Personal Information

A. Sex: a. Male O
b. Femaled
B. Age: a. 18-290
b. 30-39 O
c.40-49 O

d. 50 and abovd]

C. Education: a. Below Diplomd]

b. Diploma O
c. BA/BSC Degred]
d. MA/MSC O
e. Others O

D. Work Experience:
a.1l-5years O
b. 6-10 years O
c. 11-15 yeard]
d. 16-20 years&]
e. Above 20 yearEl



PART TWO: Job Related

l. Vision & Mission of the Enterprise

5. To what extent the leaders of the enterprise tgximte workers with visions of what they may
be able to accomplish it if they work together awege their practice?
a. To avery great exteifl

b. To great extent O
c. Undecided O
d. To some extent O
e. To less extent O

6. The leaders are helping workers in clarifying theaming of the enterprise’s vision in terms of
its practical implications.
a. Strongly agre&l

b. Agree O
c. Undecided 0O
d. Disagree O
e. Strongly disagre&l

7. Are leaders assisting workers in understandingdlaionship between external initiatives for
change and the enterprise’s vision?
a. YesO
b. No O

8. If your answeris yes, explain its extent
a. To avery great exteid
b. To great extent O

c. Undecided O
d. To some extent O
e. To less extent O

9. To what extent leaders are using all available dppdies to communicate the mission and
vision of the enterprise to workers and other dtalders?
f. To avery great extemi
g. Togreatextent O
h. Undecided O
I. Tosome extent O
j Tolessextent 0O

10.How do you express the efforts of leaders in asgjstorkers in developing consistency
between the vision of the enterpriser and both giamd individual goals?
a. Excellent O
Very good
Good
Fair

O
O
O
Poor O

®oo o



11.Do you agree that the leaders clearly acknowledgeompatibility of workers’ and enterprise’s
goals when such is the case?
a. YesO
b. No O

12.1f your answer is yes, express the extent of ygue@ment
a. Strongly agreé&l

b. Agree O
c. Undecided 0O
d. Disagree O
a. Strongly disagre&l

13.How much leaders are trying to help workers achtbeg individual and the goals of the
enterprise?
a. Very highO
High |
Average O
Low O
Very Low O

©®ooo

14.Do leaders use every opportunity to focus atterionand to publicly communicate, the
enterprise’s vision and goals?
a. Yes 0O
b. No O

15.1f your answer is yes, explain its extent.
a. avery great extent O
b. Toagreatextent 0O
c. Undecided O
d. To some extent O
e. To less extent O

Il. The Leaders' Practice of Exhibiting Leadership Role

16.How much leaders of the enterprise follow open dqumicy and manifest approachable,
accessible and welcoming character?
a. To avery great extei

b. Toagreatextent 0O
c. Undecided O
d. To some extent O
e. To less extent O

17.Do leaders give personal attention to workers wdensneglected by others? Or are they
thoughtful about the personal needs of such woPkers
a. YesO
b. No O



18.1f your answer is yes, explain its extent
a. avery great exteriil
b. To a great extent O
c. Undecided O
d. To some extent O
e. Tolessextent O

19.How much leaders of the enterprise provide adequagiacity building professional
development opportunities through long-term andtsteom trainings?
a. Very high O
High |
Average O
Low O
Very Low O

®ooo

20.How do you evaluate the leadership practice obtiganization as compared to that of other
government organizations?
a. Excellent O

b. Very Good 0O
c. Good O
d. Average O
e. Poor O

21.To what extent do the leaders exercise the follgwiompetencies?

Responses (put av* " mark)
Item Toavery | Toagreat Tosome| Toless | Not at
great extent| extent extent extent all

N

Ability to inspire others

3. Emotional maturity

4. Empowering others to best
perform their task

Problem solving skills

Willingness to take risks

Njo o

Ability to understand huma
behavior

=]




22.Indicate your degree of agreement with the follaydtatements that express the behavior of
your immediate supervisor.

Responses (put av* ” mark)
ltem Strongly Agree Undecid Disagree S_trongly
agree ed disagree

a. My immediate supervisor is
tolerant

b. My immediate supervisor fit
to the position he/she hold

4

c. My immediate supervisor has
the ability to accept and seek
new challenges

=

d. My immediate supervisg
demonstrated his dedication
and commitment to the
organization mission, goals
and objectives by hard work
and self securities

ll. Employees Reaction to Leadership of the Enterprise

23.Most of the organizations employees are satisfigk thie leadership practices of the
organization?
a. Strongly agreé&l

b. Agree O
c. Undecided 0O
d. Disagree O
e. Strongly disagreé&l

24.To what extent leaders are encouraging individuahimers to try new practices consistent with
their interests?
a. avery great extentd
To a great extent
Undecided O
To some extent O
To less extent 0O

©®ooo

25.How do you explain the relationship between empésyend leaders of the enterprise?
a. Excellent O

b. Very good O
c. Good O
d. Fair O
e. Poor O



26.Do you agree that leaders are trying to instiliviorkers, a sense of belonging to the enterprise?
a. Strongly agree O

b. Agree O
c. Undecided O
d. Disagree O
e. Strongly disagreé&l

27.Are the leaders of the enterprise expecting wortelse innovative, hard-working and
professional and these qualities are included anttmagriteria used in hiring workers?

a. Yes 0O

b. No O

28.How often do the leaders of the enterprise coniingntonflict openly and acting to resolve it
through the use of shared values?

a. Veryoften 0O
b. Often O
c. Sometimes 0O
d. Rarely O
e. Veryrarely 0O

29.How often do leaders act in a manner consistertt thidse beliefs and values shared within the

enterprise?
a. Veryoften 0O
b. Often O
c. Sometimes 0O
d. Rarely O
e. Veryrarely 0O

30.The leader ship style demonstrated by the managemasrsignificantly contributed to high
employee turnover?
a. Strongly agre&l

b. Agree O
c. Undecided 0O
d. Disagree O
e. Strongly disagreé&l

Iv. Decision Making

31.How often leaders are referring to the goals ofahierprise and making explicit use of them
when decisions are being made about changes enteeprise?
a. Veryoften 0O
Often O
Sometimes O
Rarely O
Veryrarely 0O

®oo o

Vi



32.How much leaders of the enterprise are trying $poad positively to workers’ initiatives for
change as often as possible?
a. Very highO
High |
Average 0O
Low O
Very Low O

© oo o

33.To what extent leaders take individual worker’snins into consideration when initiating
actions that may affect their work?
a. avery great extentd
To a great extent O
Undecided O
To some extent O
Tolessextent 0O

®ooo

34.Where do you rate the extent of the employeesivewoent in the decision making process?

Very highO
High O
Average O
Low O
Very Low O

® 20T

Thank You for Your Cooperation.
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APPENDEX C

Interview Questions to the Leaders of the Enterprise

. How much How much Leaders of the PSE have beernggipeir followers to

understand the vision, mission and goals of therprise?

. To what extent leaders of the PSE involve theiosdinated in decision making?

. How do you explain the leader-Subordinate relatigmat the PSE?

. How much leaders of the PSE use an open door patidyhow workers present their

request, grievance, suggestions and comments?

. To what extent leaders of the enterprise (PSE) p@rsonal attention to individual

workers?




. How is the leaders’ of ability to understand thédegors of their followers?

. How do you explain the behaviors of the leaderhefPSE?

. How is the concern of the leaders of the PSE taa@pbuilding and professional

development?

. To what extent customers of the enterprise have batsfied by the services provided

by the enterprise?

Thank You for Your Cooperation.



Interview Questions to the Customer of the Enterprise

. How much have you been satisfied by the servicegiged by Procurement Service
Enterprise (PSE)?

. How do you explain the leader-Subordinate relatigmat the PSE?

. How much you agree that the bidding procedure benugr taken by the PSE is

confidential?

. To what extent leaders of the enterprise (PSE)ectsgther stakeholders/customers?

. What opinions, comments and suggestions of itds?

Thank You for Your Cooperation.



