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CHAPTER ONE

I. INTRODUCTION

1.1  Background of the Study

At the very beginning, the workers' movement inigtia was rather corporative,
taking the form of the traditional Ethiopian orgaations, such as “ekub” and
“edir”, local self-help societies that provide sees and mutual aid and protection
of the interest of their members. One of the fissirkers' organization with the

pattern of a modern trade union was the “Francaeptan Railway Company

Workers' Association”, founded in 1947. But it wast before 1961 that the first
union was registered under the Civil Code (Civil déoProclamation, No.

165/1960).In 1963 the first formal labour law (owllective labour relations) was

established with the “Labour Relations Proclamabian 210/1963”.

This proclamation recognized the rights of assamatof employers and workers,
as well as a system of collective bargaining, andet up machinery for the
settlement of trade disputes — the Labour ReldBoard. Consecutively, in 1963
the “Federation of Employers of Ethiopia”, and @62 the “Confederation of
Ethiopian Labour Unions” — CELU, were founded. Heee individual labour
relations were treated exclusively like any othetvige contract according to the
regulations of the Civil Code.

During the Dergue period (1974-91) as part of theiadist order of state and
society, labour law was based on the public ownershthe means of production
and was subject to central planning and central agament. The Labour
Proclamation No. 64 of 1975 superseded the impekiabour Relations

Proclamation, and contained almost all provisioha eocialist labour law. There



was no autonomy with regard to the conclusion dilective agreements as a form
of independent control over working life exercisleyd freely constituted trade

unions. There were no employers' organizations, amdcontractual freedom

between employer and employee; until recentlyntlaén source of labour law, the
Labour Proclamation, Proclamation No. 42/1993, wlaseloped in the post-

socialist time, marking the overcoming of the calited state-economy towards a
market oriented, pluralistic society. (Monika M.r&mer, 2003, pp 4)

Labour Unions never have been given the appropiieéeglom in order for them to
play the role they are supposed to play in our tguithe different governments’
focus was to make the Unions compromise their strador politically affiliated
agendas rather than to work on the underlying probl of workers. In the Derg
regime for instance, “the government maintained AEETU’S purpose was to
educate workers about the need to contribute #iaire to national development by

increasing productivity and building socialism.” (8he, Mulatu, 1991).

Capital learned that MIDROC’s management has pmrgo® the employees
working in all the 8 Elfora branches around thentouto be represented by the
National Agricult-ural Plantation and Fishery Agralustry Federation, so as to be

united under the umbrella one trade union, as lgf&L2004.

Employees of Elfora Addis Ababa meat processindor&l Kombolcha Food
Processing factory, and Elfora Gondar Meat Facteeye previously organized

under the Ethiopian Food and Beverage and relateddergtion

ELFORA is the largest Livestock Company in Ethiogistablished in 1997 by
acquiring eight (8) Livestock Enterprises from #ederal Government of Ethiopia

through the privatization process.



ELFORA was established with the vision on “MIDROGQjsality products and

sustained services to every customer and user.”

The labor union of ELFORA Agro-Industries tries balance the relationship
between employees and the organization. Since EI&F®@Bro-Industries has a
written and well defined policy the employee’s aslvas ELFORA Agro-Industries
are bonded on the policy. If an employee goes heybe policy, ELFORA Agro-
Industries will make an act towards it

1.2 Statement of the Problem

There is more conceptual confusion about influgmoeesses than any other face
of labour union leadership. Terms such as influepaver, and authority have
been conceptualized in different ways by differgniters, and are often used
without any explicit definition. The ELFORA Agro-tiustries PLC labor legislation
is seen or expressed by many of its employeesiagagce.Significant number of
employees’ compliant regarding mistreatment madedeayglers at the ELFORA
Agro-Industries PLC.

1.3  Research Questions

This research is intended to study and assess LROEA Agro-Industries PLC

labour unions leadership activities and to develo@ppropriate system for internal
control. The research has tried to answer the atlg basic questions while

developing the system.

How do they exercise labour union to achieve omgtional goal?
Which source of labour union are leaders goodvarége?

Which source of labour union is relevant for leaderleverage?

N

How do workers perceive power?



14 Objectives of the Study

141 General Objective
The General Objective of the study was an assedsohéabour union leadership

practices in ELFORA agro industry plc at MIDROC igth.

142 Specific Objectives
1. How labour union leadership is perceived within ¢dihganizations.

2. Which source of labour union is critical for leasler
3. How Leaders influence labour union leadership.
4. The best practices and approach of convincing eyepto to accept

the labour union as an essential part of leadership

15  Significant of the Study

The proposal paper has been provided the followmpgortant contribution to
ELFORA Agro-Industries PLC.

1. How leaders use labour union and how can they ivgpriheir
leadership through effective use of labour unioweo
2. How the organization see labour union leverage.

3. Which source of labour union is necessary to tlgamization?

1.6  Delimitation of the Study

The scope of this study is limited only to the sswf labour union leadership and
its application at ELFORA Agro-Industries PLC. Migifiocuses on its Head Office
at Gurdshola, in Addis Ababa.



1.7 Definition of Terms

Labor Union; - as an organization of employees thse¢s collective action to

advance its members interest in regard to wagesvarking conditions.

1.8  Research Design and M ethodology

1.8.1 Research Design
The research was descriptive type of research igeério describe the leverage of

leaders of the ELFORA Agro-Industries PLC and apd&mrandom sampling
technique to gather relevant information and taiiig problems. Both primary
and secondary data sources have been used to siow union leadership of
ELFORA Agro-Industries PLC.

1.8.2 Population and Sampling Technique
The targeted ELFORA Agro-Industries PLC staff papioin to be considered are

accounts around one thousand one hundred fort¢@}L,dmployees. Out of this
total population size, the research was considendyl one hundred fourteen (114)

or (10%) of the selected the total number.

For the sake of convenience and credibility of da¢a, this research has used is
Simple Random Sampling Technique in order to haie dhances to the total

selected population

1.83 Typesof Data Collection

The research has used both primary and secondtay & primary data consists
of qualitative and quantitative data. The qualttdata were collected from the

leaders of ELFORA Agro-Industries PLC. The secondtata were collected from



literature review from the PLC records, reportablirations and magazines to

substantiate the information obtained from thd fiend source.

1.8.4 Methods of Data Collection
The main data gathering instruments were used lgloleing and distributing

questionnaires and making interviews. It is assumimed we can reach to large
number of respondents at a given time. The reseamhs also believed that the
qualitative data obtained through interview haspsement the data obtained

through questionnaire.

1.85 DataAnalysisMethods
In the analysis of results that was obtained thinoggestionnaires, descriptive

research methods, like percentage ratio, was udemt. sampling technique this

study has implemented the Simple Random Samplieriigue.

19  Organization of the Study

This research is presented in Four Chapters. Tsiechapter deals on Introductory.
The second Chapter focuses on the Review of Litexat The third Chapter
focused on Findings and Analysis of Data Collecfigae final Chapter deals with

Summary, Conclusion and Recommendations.



CHAPTER TWO

[ LITRATURE REVIEW

2.1 Leadership and Power

2.1.1Definition of L eader ship

Leadershighas been described as the “process of social mfien which one pers
can enlist the aid and support of others in th@@ptishment of a common task.

definition more inclusive of followers comes frontaf Keith of Genentech who s
"Leadeship is ultimately about creating a way for peofecontribute to makir

something extraordinary happen.”

Leadershipis the ability to work effectively in a group, toake a positiv
contribution to the group process and to stimudaie motivate otirs to function as

team, as well as to achieve common objectives alvé sommon problems.

1.2 Theories of Leadership
a. Trait Theory
Trait theory tries to describe the types of hebtl and personality tendenc

associated with effective leadership. This the@swa such approach to identify

talents, skills and physical characteristics of méi arose to power. Ronald Heifetz

(1994) traces the trait theory approach back tonimeteentheentury tradition ¢

associating the history of society to the histdrgr@at men.

b. Behavioral and Style Theories
In response to the criticism of the trait appigatheorists began to resee



leadership as a set of behaviors, evaluating theaber of 'successful' leade
determining behavior taxonomy and identifying broleédership stylesDavid
McClelland for example, saw leadership skills, not so mueh get of traits, but a
pattern of motives. He claimed that successfuldeaavill tend to have a high ne
for power, a low need for affiliation, and a higévél of what ke called activit

inhibition (one might call it self-control).

Kurt Lewin, Ronald Lipitt, and Ralph White dewekd in 1939 the seminal work
the influence of leadership styles and performafide researchers evaluated
performance of groups of elev-yearold boys under different types of work climi
In each, the leader exercised his influence reggrdihe type ofgroup decisio
making, praise and criticism (feedback), and thenagament of the groufask:

(project management) according to three styles:

1. Authoritarian,
2. Democratic and

3. Laissez-faire

Authoritarian were characterized by leaders whoer#écisions alonegthand stric
compliance to his orders, and dictate each stegntdlature steps were uncertain
large degree. The leader is not necessarily hadstiteis aloof from participatiom

work and commonly offers personal praise and ¢siticfor the work done.

Democraticwere characterized by collective decision procesassisted by ti
leader. Before accomplishing tasks, perspectivesgained from group discuss
and technical advice from a leader. Members arergighoicesand collectivel
decide the division of labor. Praise and criticism such an environment ¢

objective fact minded and given by a group member withoatessarily havir



paticipated extensively in the actual work.

Laissez fairegave freedom to the group for policy determinatwithout an
participation from the leader. The leader remamswolved in work decisions unle
asked, does not participate in the division oblaland very infrequently gives prai

The results seemed to confirm that the democratrate was preferred.

c. Situational and Contingency Theories

Situational theory also appeared as a reactiohedrait theory of leadershifocia
scientists argued that history was more than theltref intervention of great meax
Carlyle suggested. Herbert Spen(E84) said that the times produce the persoi
not the ¢her way around. This theory assumes that diffestuations call fc
different characteristics; according to this groap theories, no single optin
psychographic profile of a leader exists. Accordimghe theory, "what an individt
actually does Wwen acting as a leader is in large part depeng®nt characteristics

the situation in which he functions."

Some theorists started to synthesize the trait sifudtional approaches. Buildi
upon the research of Lewin et al., academics beganormalize the descriptiy
models of leadership climates, defining three lestdp styles and identifying
which situations each style works better. The Atthoan Leadership styjefor
example, is approved in periods of crisis but fédsvin the "head and minds" ¢
their followers in the day-to-day management; Br@mocratic Leadership Styls
more adequate in situations that require consdmsilding; finally, The Laissefaire
Leadership style is appreciated by the degreeeefdiom it provides,ui as the lead
does not "take charge", he can be perceived asluaefan protracted or thon
organizational problems. Thus, theorists defineddtyle of leadership as conting

to the situation, which is sometimes, classified @mtingency theory.Foul



contingency leadership theories appear more prottijnan the recent years: Fied
contingency model, Vroom-Yetton decision model, treghgoal theory, and ti

Hersey-Blanchard situational theory.

The Fiedler contingency model bases the leadeféstefeness on what Fred Fiedler
called situational contingency. This resultenfr the interaction of leadership st

and situational favorableness (later called "situreatl control").

The situational leadershimodel proposed by Hersey and Blanchard suggests
leadership-styles and four levels of followdsvelopment. For effectiveness,
model posits that the leaderslide must match the appropriate level
followership-development. In this model, leegt@p behavior becomes a function

only of the characteristics of the leader, buthef tharacteristics of followers as wi

d. Functional Theory

Functional leadership theory (Hackman & Walton, @98/1cGrath, 1962) is
particularly useful theory foraddressing specific leader behaviors expecte
contribute to organizational or unit effectivenebiis theory argues that the lead
main job is to see that whatever is necessarydapgneeds is taken care of; thu
leader can be said to have ddheir job well when they have contributed to gr
effectiveness and cohesion (Fleishman et al., 18Rktkman & Wageman, 20(
Hackman & Walton, 1986). While functional leadepskineory has most often be
applied to team leadership (Zaccaro, RittmanMarks, 2001), it has also be
effectively applied to broader organizational leatig as well (Zaccaro, 2001).

Klein, Zeigert, Knight, and Xiao (2006) observedefibroad functions a leac

perform when promoting organization’s effectiven&dsese fuctions include:

10



environmental monitoring,
organizing subordinate activities,
teaching and coaching subordinates,

motivating others, and

ok~ w0 Db PR

Intervening actively in the group’s work.

A variety of leadership behaviors are expectecatilifate these foctions. In initia
work identifying leader behavior, Fleishman (Flemin, 1953) observed tl
subordinates perceived their supervisors’ behawviderms of two broad categor
referred to as consideration and initiating streetlConsideration includebehavic

involved in fostering effective relationships.

e. Transactional and Transformational Theories

The transactional leades given power to perform certain tasks and reveargunisl

for the team’s performance. It gives the opportutotthe manageto lead the grot

and the group agrees to follow his lead to accahph predetermined goal

exchange for something else. Power is given toldéhder to evaluate, correct :

train subordinates when productivity is not up be tdesired level and rewh

effectiveness when expected outcome is reachedn$BL978)

The transformational leademotivates its team to be effective and effici
Communication is théase for goal achievement focusing the group onfited
desired outcome or goal attainment. This leaddrghly visible and uses chain
command to get the job done. Transformational lesadiecus on the big pictul
needing to be surrounded by peoplho take care of the details. The leader is &
looking for ideas that move the organization tochethe company’s vision. (Buri
2008)

11



2.3 Leadership in Organizations

An organization that is established as an instruroemeans for achieving defin
objectiveshas been referred to as a formal organizationddtsign specifies hc
goals aresubdivided and reflected in subdivisions of theaoigation. Division:
departments, sections, positions, jobs, and taskserp this work structurdhus
the formal organization is expected to behave isgelly in regard to relatnship:
with clients or with its members. According to Webedefinition, entry ar
subsequent advancement is by merit or senioritghEanployee receives a sal
and enjoys a degree of tenure that safeguards tim the arbitrary influence
superios or of powerful clients. The higher his positianthe hierarchy, the grea
his presumed expertise in adjudicating problems ey arise in the course of
work carried out at lower levels of the organizatidt is this bureaucratic structi
that forms the basis for the appointment of heads oefshbf administrativ
subdivisions in the organization and endows theth tie authority attached to tr

position

In contrast to the appointed head or chief of amiatstrative unit, a leader emesge
within the context of the informal organization thanderlies the formal structu
The informal organization expresses the persongéctibes and goalf the
individual membershipTheir objectives and goals may or may not coiaoith
those of the formal organization. The inforrmatjanization represents an extensic
the social structures that generally characterimendn life — the spontaneo

emergence of groups and organizations as endsmmsttives.

In prehistoric times, man was preoccupied with gessonal security, makmance
protection, and survival. Now man spends a majatigoo of his waking hou
working for organizations. His need to identify ki community that provid

security, protection, maintenance, and a feelingpalbnging continues unchan

12



from prehstoric times. This need is met by the informal oigation and it

emergent, or unofficial, leaders.

Leaders emerge from within the structure of therimial organization. Their perso
qualities, the demands of the situation, or a comimn of these and other factors
attract followers who accept their leadership witbne or several overlay structu
Instead of the authority of position held by an @ipped head or chief, the emerc
leader wields influence or power. Influence is Himlity of a person to gain €o
operation from others by means of persuasion otrabover rewards. Power is
stronger form of influence because it reflects aspe's ability to enforce acti

through the control of a means of punishment.

A leaderis a person who influences a group of people tosvardpecific result. It
not dependent on title or formal authority. (elevaosraphrased from Leaders, Ber
and Leadership Presence, Halpern & Lubaradess are recognized by their cape
for caring for others, clear communication, and anmitment to persist. /
individual who is appointed to a managerial positias the right to command ¢
enforce obedience by virtue of the authority of pissiton. However, he mu
possess adequate personal attributes to matchuthisrly, because authority is o
potentially available to him. In the absence offisignt personal competence
manager may be confronted by an emergent leadercasahallengdis role in th
organization and reduce it to that of a figurehétaever, only authority of positit
has the backing of formal sanctions. It followsttwaoever wields personal influer
and power can legitimize this only by gaining anfiat position n the hierarchy, wil
commensurate authority. Leadership can be defisedna's ability to get others

willingly follow. Every organization needs leadextsevery level.

13



2.4 Leadership Vs Management

Over the years the terms management and leadén@ingpbeen so closely related
individuals in general think of them as synonymadswever, this is not the ce
even considering that good managers have leadeskiiip and viceversa. With thi

concept in mind, leadership can be viewed as:

. centralized or decentralized

. broad or focused

. decision-oriented or morale-centered

. intrinsic or derived from some authority

Hersey and Blanchard use this approach: they dlaatnmanagement merely cons
of leadership applied to business situations; ootiter words management form
subset of the broader leadership process. They'sagdership occurs any time ¢
attempts to influence the behavior of an individoiagroup, regardless of the rea:
Management is a kind of leadership in which théea@ment of organizational go:
is paramount.” And according to Warren Bennis arnah BGoldsmith, A goc

manager does things right. A leader does the tighgs."

However, a clear distinction between managementleadership may neverthel
prove usefu This would allow for a reciprocal relationship beem leadership a
management, implying that an effective manager lshposssess leadership skills, .
an effective leader should demonstrate managerkist ©ne clear distinction cou

provide the fllowing definition:

Abraham Zaleznik (1977), for example, delineateffetences between leaders
and management. He saw leaders as inspiring visgsneoncerned about subste

while managers he views as planners who have comceith process. Wame

14



Bennis (1989) further explicated a dichotomy betwesanagers and leaders.

drew twelve distinctions between the two groups:

* Managers administer; leaders innovate.

* Managers ask how and when; leaders ask what and why

* Managers focus on systems; leaders focus on people.

* Managers do things right; leaders do the rightgsin

» Managers maintain; leaders develop.

* Managers rely on control; leaders inspire trust.

« Managers have short-term perspective; leaders Hhawng-term
perspective.

* Managers accept the status-quo; leaders chall&egsatus-quo.

* Managers have an eye on the bottom line; leaders &a eye on tl
horizon.

* Managers imitate; leaders originate.

 Managers emulate the classic good soldier; leadegstheir ow
person.

* Managers copy; leaders show originality.

2.5 Definition of Power

Power is a measure of an entity's ability to cdnthe environment around itse
including the behavior of other entities. The teanthorityis often used for powe
perceived as legitimate by the social structurevd?acan be seen as evil or unj

but the exercise of power is accepted as endenfiart@ns as social beings.

2.5.1 Balance of Power
Because power operates both reladlly and reciprocally, sociologists speak of

balance of power between parties to a relationgligarties to all relationships he¢

15



some power: the socialecal examination of power concerns itself withadigering
and describing the relative strengths: equal oquak stable or subject to perio
change. Sociologists usually analyze relationsimpghich the parties have relativ:
equal or nearly equaower in terms of constraint rather than of powWdms 'powe
has a connotation of unilateralism. If this were sm, then all relationships could

described in terms of '‘power’, and its meaning wdd lost.

2.5.2 Types and sour ces of power
Power may be held through:

» Delegated authority (for example in the democrptacess)

e Social class (material wealth can equal power)

» Personal or group charisma

» Ascribed power (acting on perceived or assumedtialil whethe
these bear testing or not)

» Expertise (Ability, Skills) (the power of medicine to bringbau
health; another famous example would be "in thd lairthe blind, th
one-eyed man is king" - Desiderius Erasmus)

» Persuasion (direct, indirect, or subliminal)

* Knowledge (granted or withheld, shared or keptetgcr

* Money (financial influence control of labour, control throu
ownership, etc)

* Fame

* Force (violence, military might, coercion).

» Moral persuasion (including religion)

e Operation of group dynamics (such as public retefjo

« Social influence of tradition (compare ascribed pow

* In relationships; domination/submissiveness

16



2.5.3 Seven bases of power
Social psychologists French and Raven, in a olassic study (1959), develope
schema of Seven categories of power which refleittedlifferent bases or resour

that power holders rely upon

a. Positional Power

Also called "Legitimate Power", it refers to powar an individual because of {
relative position and duties of the holder of thesipon within an organizatio
Legitimate Power is formal authority delegatiedthe holder of the position. It
usually accompanied by various attributes of poagh as uniforms, offices €
This is the most obvious and also the most impokend of power.

b. Referent Power

Referent Power means the power or ability of indlials to attract others and bt
loyalty. It's based on the charisma and interpeakghills of the power holder.
person may be admired because of specific persiiglend this admiration creat
the opportunity for interpersonal influence. Hehe person under power desire
identify with these personal qualities, and gaiass&ction from being an accep

follower arena.

c. Expert Power

Expert Power is an individli's power deriving from the skills or expertise tbé
person and the organization's needs for thosesskiltl expertise. Unlike the othi
this type of power is usually highly specific aindited to the particular area in wh

the expert is trained and qualified.

17



d. Reward Power

Reward Power depends upon the ability of the powiglder to confer value
material rewards; it refers to the degree to whind individual can give others
reward of some kind such as benefits, time offjrddggifts, ppmotions or increas
in pay or responsibility. This power is obvious lalgo ineffective if abused. Peo
who abuse reward power can become pushy or becapnenanded for being t

forthcoming or 'moving things too quickly'.

e. Coercive Power

Coercive Power means the application of negative influenoce® employees.
might refer to the ability to demote or to withhadther rewards. It's the desire
valued rewards or the fear of having them withhtblat ensures the obedience
those under powefoercive Power tends to be the most obvious bt letfective
form of power as it builds resentment and resiganithin the targets of Coerci

Power.

f.  Information Power
Information Power is derived from possession of angint information at a crdal
time when such information is necessary to anyrapgdional functions.

g. punishment power
Punishment power is the ability to sanction indidts for failure to conform

standards or expectations.

2.6 Leadership and Power
Power obviously is a pervasive reality in the liigocess of all moderday
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organizations. Leaders regularly acquire and useep®o accomplish specific wc
goals and to strengthen their own positions inti@tato the reading of general
organizational goals. It is pob# to see every interaction and every si
relationship in an organization as involving anreise of power (James L. Gibs
John M. Ivancevich, and James H. Donnelly, 1988adership “the process of us
power to obtain interpersonal influenceJohn R. Schermerhorn Jr., James G. t
and Richard N. Osborn,1985) The question then srisfty must leaders achie
success at influencing the behavior of other pe@plevork? Because, as He
Truman succinctly stated, “Leadership is the aptiit get men to do what they do
want to do and like it.”( Allan R. Cohen et al, #98n short, the core problem

leaders in any organization involves getting otheysdo what is required

accomplish the organization’s goals. There arerab®u of othereasons to expla
why leaders pursue power and view it as an impogart of their work. In a gene
sense, power acquisition and power use can hairagact on career progress, on

performance, on organizational effectiveness, anthe lives o numerous people.

(John P. Kotter, 1997). More specifically, the matof work in today’s comple
organizations requires that we become more enlgiatevith respect to issues
leadership, power, and influence. John Kaotter, imgitin Power and Influese
Beyond Formal Authority, states: “We can make rigigteaucracies more flexit
innovative, and adaptive. We can even make thednafrlwork more exciting ar

personally satisfying for most people.”( John Ptt&Q1997

Kotter believes that in today’complex organizations, the concept of using ft
power (that is, legitimate authority) as a solersewf influencing behavior to me
organizations more competitive, responsive, angaesible is outmoded. Lead
today work in socially intricate ganizations where they need the assistance nc

of subordinates but also of peers, superiors, aterreal parties to accomplish tr
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goals. Accomplishing goals that positively impaot brganization requires effect
leadership linked to strong pewbases and workable influence strategies. Bugjle
strong power base and developing effective infleeatrategies to produce po\

dynamics is an important leadership challenge.

2.7 Power Acquisition
The foundation of a strong power base starts widader’s individual poweteader

derive power from both position and personal sairce

Positive Power Dynamics

The proper selection and use of an influence gyat@nsforms leader influence into
behavioral dynamics that produce inventive thinkiogeative problem solving, and
the development of new prototypes, products, andcss. Positive power dynamics
enhances organization competitiveness, increasganiaation adaptability and

responsiveness, and ultimately increases synerggruorganization conditions of

high diversity and job-related interdependence.etaincreases in organization
synergy permit an organization to improve perforogarievels related to goal

attainment and mission accomplishment. Thus, lepderer and influence produce
the dynamics that optimize results that in turnegate the greatest good for the

greatest number of people.

Negative Power Dynamics

Figures 1 and 2 also indicate that leader influerane produce negative behavioral
dynamics. This model confirms that power abusereadity in complex organizations

of high diversity and job-related interdepender@ftentimes leader influence simply
fails or is used for personal self-aggrandizemé&his kind of failure of leader power

can lead to prolonged power struggles and intramzgéonal /interorganizational
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warfare. Protracted power struggles, bureaucrafighting, and parochial politics
then produce myopic organization outcomes thatemse inefficiency, elevate
human/nonhuman costs, produce diminished innovatagabilities, and increase
vertical and horizontal conflicts that culminatetiwentropy and the probable and
eventual deterioration of the social fabric of tirganization (Barton J. Michelson,
1997).

Figure 1: Leadership: The Exercise of Power

Dynamics _ _ o o o o o o e e e e e e e e o COrganizational
: Outcomes
. I
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~»| Power - =*|  thinking F—--*| Enhanced -->
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products and and
services responsiveness
Increased
synergy
Leader
Influence “
Increased
inefficiency
and costs
Self—r ) Decreased
Negative aggrandizement innovative
~e Power L _ | FPower F—— - capacity - -
Dynamics struggles Increased
Tunngl vision vertical and
Intrafinter- horizontal
arganizational conflict
conflict Turmed-off
people

(Barton J. Michelson, 1997).
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Figure 2: Leadership: The Exercise of Power
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Organizational
"""" | Outcomes -
| ‘:ﬁake”ed Diminished
_ N ) Power
Negative | Unpro;luctlve L | and
Power Diversity and Leader
Dynamics Job-Related Effectiveness
Interdependence

(Barton J. Michelson, 1997).

2.10 Dynamic between L eader ship and I dentification

Theories about identification confirm that therenis leader outside of a flux of

relationships. That is why identification is a lwasiotion offered to improve the

understanding of the leadership process in theegbiof contemporary organizations.
As the formation of bond of identification occurfien one person’s actions satisfy

the expectations of another, the leadership bomdredn a fruitful and productive
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way when the leader’'s actions meet the expectatidri®llowers and vice-versa.
Identification occurs effectively when the behasiorare characterized in
complementary expectations, originating, then, taation of mutual affinity and
reciprocity concerning the achievement of establisgoals.

The reciprocity between these behaviors establighes bond that founds the
influence dynamic in contemporary organizations.

Figure 3: The Dynamic between Leadership and ltieation

Influential person

LEADERSHIP

Emotion
Power

0 T'dﬂf'fﬂe.

Cognition

‘?’{F:uasuo’.)

IDENTIFICATION

Influenced person

(Eduardo Davel, Hilka Vier Machado, 1987)
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CHAPTER THREE

[1l DATA ANALYSISAND INTERPRETATION
3.1 General Characteristics

The concepts of power and leadership have been vaifid continue to be

interconnected. While an individual may exert powathout being a leader, an
individual cannot be a leader without having pow&enter for Creative leadership,
2006).In this study, power is defined as ‘the pt&no influence others.” This

definition shows up the importance of using poweorider to be an effective leader.

In organizational settings, leaders must exert pdwechieve individual, team, and
organizational goals. Leaders must be able to enfte their followers to achieve
greater performance; their superiors and peers agemmportant decisions; and

stakeholders to ensure the vitality of the orgaiora

3.2 Analysisof the Findings of the Study

The chapter includes two sections the general ctarstics of respondents and
analysis of the data collected through questioneriaterview. The total population
of the organization employee is 1,114 out of whidi4 (10%) were selected to fill
out the questioner and to answer interview and topres Out of the distributed

questioners 83 were filled out and returned. Therned rate is 73%
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Presentation of questioners

Table 1 Background of Employees

No Item Present
No of Respondent (%)
Sex:
1  Male 44 53
e Female 39 47
Total 83 100
Age group:
2 « 18-24 27 32
e 25-34 17 20
e 35-44 15 18
e 45-54 13 16
- 55-64 6 8
- 65 5 6
Total 83 100
Educational Level:
3 « High school or less 17 20
« Technical & vocational 21 25
. Degree 43 51
« Master 4 4
* Phdegree 0 0
Total 83 100
Position:
* First level managemen 39 48
e Middle level 22 26
4 management 22 26
« Top management /CEQ/ 0 0
* Other
Total 83 100
Work Experience:
» 1-byears 46 55
* 6-10 years
5 * 10 and above 28 34
9 11
Total 83 100
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Table 1, Item 1, shows 44 employees or 53% are aradethe rest 39 employees or
47% female. The number of male and female emploigeabnost equal in number.
That implies that the organization of employeeiging chances to both sexes for job

opportunity.

Table 1, Item 2, shows, 27 employees or 32% respundire the age range 18 — 24,
17 employees or 20% of respondents are the age aeg25 — 34, 15employees or
18% of respondents are the age range 35 - 44, ldogees or 16% of the
respondents are the age range 45 - 54, 6 employe&t% of the respondents are the
age range 55 — 64 and 5 employees or 6% of themdspts are above the age range
of 65.

That implies most of ELFORA Agro-Industry PLC. Emopées are “Young Blood”
employees’ with high and energetic working powétewever, it was observed that
these young employees didn't like when their lesadeposed their powers and with
this behaviors it is obvious that disagreementdiagatisfaction may occur during the
process. It is also observed that the communicdt@ween employees and leaders is

not good.

Table 1, Iltem 3, shows 43 employees or 51% of mdpats are degree holder, 21
employees or 25% of respondents are technical aodtional trained, 17 employees
or 20% of respondents are high school or less baddst 4 employees or 4% of

respondents are master’s holder.

That implies most of ELFORA Agro-Industry PLC emyges are educated. It is
abled to deserve that the organization believepbrstudy than a formal academic
study as a capacity building for its employees’widaer, the employees would like
to update themselves by getting chances of futkdeication. The management did

not facilitating or providing adequate training dedrning plate for to its staffs. Most
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of the employees’ believed that an organizationukhde also responsible for its

employees even to get a professional output amtttease the performance.

Table 1, Item 4, shows 39 employees or 48% of mdpots are first level
management and 22 employees or 26 % of the resptmoéddle level management

and top level management.

That shows the reply there is a high number of mament in the organization. It
creates confusion among managers even to whom dheyesponsible. One can
easily observe that there is uneasy atmospherkeirwbrking area there are many

management employees working in the PLC

Table 1, Item 5, shows 55 employees or 46% of md@ats are 1-5 years work
experiences, 28 employees or 34% or respondent§-afeyears work experiences
and the rest 9 employees or 11% of the respondmmtsabove 10 years work

experiences.

This shows that the highest numbers of respondeetfiew so we can assume that
there is high turnover in the organization. Thiglso requiring further study of the
impacts of this turnover. It is also observed tina@ organization is very reluctant in
giving promotion for senior staffs and look aftesr fnew comers. This created
dissatisfaction and argument between the PLC |saaied employees.
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Table 2:Respondents by Power and Power Misused

Response
No Questions Number Percent (%)
'sa|A I[N |D |SD|SA|A [N |D
1 My organization empowers peopl@2 | 51 | 5 5 | - 27| 61 © 6

at all levels?

2 My organization teaches leaders0 | 7 14| 39| 13| 12 8| 17 47

how to influence their full power

S
IN
\‘

3 Power is misused by top leaders 36| 29| 8 5] 8| 43

my organization.

Table 2 item number 1 shows 51 employees or 61%espondents agree that
empower people at all levels 22 employees of 27%®frespondents strongly agree
there is empowers people at all levels, 5 emploged®o of the respondents neutral

and disagree empower people at all levels.

That impliesTransformational leadership empowers people totigrexceed their
previous levels of accomplishmerithis dynamic and innovative leadership style

challenges and motivates an entire organization.

Table 2 item number 3 shows 39 employees or 47%sgfondents disagree leaders
teaches how to influence their full power, 14 ergpks or 12% of respondents
neutral leaders teaches how to influence their golver, 10 employees or 12% of
respondents strongly disagree with how leaderse=ato influence their power and 7
employees or 8% or respondents agree with how teadaches to influence their

power.

! SA Strongly Agree, A Agree, N Neutral, D Disagre Strongly Disagree
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From the interview responses of management regatti|em mechanisms leaders use
to influence employees indicate that, the mechasiseaders use to influence

employees are by delegating responsibility by mgkite approach friendly etc.

That implies degrees, ranks, or titles are limttwals when trying to influence people.
Influence expands with the growth of a leader/managemotional intelligence and
team leadership competencies. Influence can alsogé&@ed through one's

demonstrated competence in a specialized field.

Table 2 item number 4 shows 36 employees or 43%esgondents disagree with
power is misused by top leaders, 29 employees &t 86 respondents strongly
disagree with power is misused by top leaders, pl@yses or 8% of respondents
strongly agree and neutral with power is misuseth voower is misused by top
leaders and 4 employees or 5% of respondents agtlegoower is misused by top
leaders.

Power is not typically misused by top leaders;desl tend to be concentrated to a
select few individuals. Organizations also rewagdders who empower the people
they lead, so encouraging overall employee empoeetmhowever, there is no

opportunity to teach leaders how to effectively tleepower they possess.

When most people think about power, their mindsngmediately to the control that

high-level leaders exert from their positions a tbp organizational hierarchy. But

power extends far beyond the formal authority toehes from a title (or from having

a corner office with a view). Leaders at all levhBve access to power; often that
power goes unidentified. Seven bases of powerl¢aalers may leverage (Center for
creative Leaders, 2008).
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Table 3 Respondents of management involve in thisida making process.

Response
No Questions 2Number Per cent (%)
vV |[H |A|L |V |[VH|H]|A |L |VL
H L
1 | To what extent does the
management involve the employee 7 |4 |18 |16 |- 8 |51 |2 |19
in the decision making process? 2 2
Table 3 shows 42 employees or 51% or respondeetsaarage in management
involve the employee in the decision making procd8semployees or 22% or the
respondents are low, 16 employees or 19% of th@onekents are very low and the
rest 7 employees or 8% of the respondent are high.
This shows that decision making process of the gament not as such
participatory. The decision making process will notng about a sense of
belongingness to majority of employees as needed.
Table 4Respondents Relationship between Employee and L eaders.
Response
No Questions . Number Percent (%)
E|VG|G|B [N |[E |VG |G |B |N
X X
1 How is good your work?2 12 | 1|30 | 23] 2 14 | 1|3 |29
relationship with leaders? 6 9 |6

VH Very High, H High, A Average, L Low, VL Very Low

* EX Excellent, VG Very Good, G Good, B Bad, N Neltra
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Table 4 shows that 30 employees or 36% responderiiaal work relationship with

your leaders relationship, 23 employees or 29 %amrdent are neutral work

relationship with your leaders relationship, 16 &wgpes or 19 % respondents are

good work relationship with your leaders relatiapshl2 employees or 14%

respondents are very good work relationship withryleaders relationship and the

rest 2 employees or 2% respondents are excellemt nglationship with your leaders

relationship.

The respondents of majority of respondents thatrétetionship between leaders &

employees is not that close to bring about thereeseffective communication of

objectives and increase in commitment among foltswe

Table 5Respondents of Relationship with Leadersin Communication the Values,

Vision and Objectives of the Organization.

Response
No Questions Number Per cent (%)
"VH]H JAJL [VL|VHI[H][]A L [VL
1 Your relationship with leaders 2 10 |46 |15 | 10 | 2 12|55 |18 |12

communicating the values, vision

& objectives of the organization?

Table 5 shows that 46 employees or 55% of the refgrgs are average relationship

with leaders in communicating the values, visiooldectives of the organization, 15

employees or 19% of respondents are low, 10 emetoge 12% of respondents are

high and very low and the rest 2 employees or 2¥%&gfondents are very high.

*VH Very High, H High, A Average, L Low, VL Very Low
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From the interviewer relationship with employee ttremetimes disagreement

happens with top level managers, who always ordensto take action and punish

employees and considering themselves correct. dhgyltype of leadership engaged

them into conflict with the employees with whomyheve very good relationship. It

is possible to say that the response of the irgam@d senior leaders is in line with the

responses of employer that rated the relationship@derate.

So the leaders of the organization may face diffitu mobilize self and others to

take effective action to realize, vision possil@ktand dreams.

Table 6Respondents of L eadership Styles Take in Place by the Organization.

Response
N | Questions Number Percent (%)
DeLS |AuLs |LafaLS |DelLS |AuLs |LafaLS
1 | Which leadership styles také&?2 13 18 63 15 22

in place by your

organization?

Table 6 shows that 52 employees or 63% of resparneadership styles take in place

by their organization are democrat, 18 employee22# laissez-faire and 13

employees or 15% of the respondents are autodeatiership style.

The result obtained from the interview show tha trganization uses democratic

leadership style for the success of the organizdgaders knows the problem, but

> DeLS Democratic Leadership Style, AuLS Authoritarizzadership Style, LafaLS Laissez-faire

Leadership Style.
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does not have all the information. The employeeswkitheir jobs and want to

become part of the team unlike employees’ responses

Leadership style exercises all type of styles bgedhere is a time which needs to

practice all types of leadership style

In the organization, leaders initiate employeethtosuccessful achievements of their
objectives by a means of creating team sprit betvezaployees, giving recognition,
giving different benefits and so on.

So the organization using this style is of mutuahdfit — it allows them to become

part of the team and allows you to make bettersigmcs.

Table 7Respondents M otivation of Job.

Response
No _ Number Percent (%)
Questions : i
Power Leadershi | Power | Leadershi
p style p style
1 | What would you motivate you to do you22 61 27 73
job better?

Table 7 shows those 61 employees or 73% respomdetivation of job better by
leadership style and the others 22 employees or Z&gondent motivation of job

better by power.

Therefore, the organization leaders often wantqaress an inspiring, uplifting, and
motivating vision of the future, which summarizee tivalues, aspirations, and
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objectives they would like all of their employeespursue. This visionary speech is
intended to instill a sense of cohesion and uniftyras well as promote engagement

and energy in employees.
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CHAPTER FOUR

SUMMARY, CONCLUSION AND RECOMMENDATION

41 Summary

53 percent of the respondents are male

32 percent of the respondents are the age ranged&=tl8 — 24.

51 percent of the respondents are degree holder.

46 percent of the respondents are 1- 5 years waquisreences.

61 percent of the respondents surveyed agreethtiatorganization empowers
people at all levels.

55 percent of the respondents agree power is ctatet in the hands of a
few selected individuals

47 percent of respondents disagree leaders hawltence their full power.
36 percent of respondents strongly disagree pav@isused by top leaders
The majority of follower 63 percent replies leaddadlow Democratic
(Participative) leadership and about 36% theirti@hship with leaders is very
good.

4.2 Conclusions

The majority of employees are not satisfied witlistng leadership practice.
This may result in poor motivation, less passioneafiployees for their

organization.

The majority of employees feel that the relatiopsbetween leaders and
employees is not good. This major bottleneck hisdeaders from aligning
themselves with their followers. As a result, ityraeate an organizational

culture that is dominated by a passive transadticelationship that do not
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allow leaders to inspire, coach and monitor empsy® invest their preferred

self, towards the attainment of organizational cldyes.

Employees are dissatisfied with the existing legligr styles demonstrated by
leaders. This may create a negative attitude areangoyees about the image
of their leaders, which in turn may reduce the degof commitment they

have to perform their work.

The involvement of the leadership style of the aimation in setting

directions is very low. This may indicate the le@dm the organization are
rather managers than leaders. This may create @wnacg leadership and
tend to endanger the long-term sustainability @faaizational in the face of

the ever changing environment

The decision making process of the organizatiomads participatory. This
tends to impede the quality of decision making ¢kase of belongingness
among followers. It further hinders eventual pasndevelopment of leaders

at all levels in the organization.

The degree of shared vision, values and objectares moderate in the
organization. This may cause low level of commitmmésamwork and sense

of direction among both employees and leaders.

The dominant leadership style practiced in the miggdion is democrat. This
may be the major reason that caused dissatisfactioemployees in the
leadership practice the existing distance betweandrs and followers the
low level involvement of leaders in setting directi and other related

leadership problems identification in this study.
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4.3 Recommendations

The findings from this study suggest that leadens lobe more effective when they
emphasize the power of relationships and the pofverformation, and also develop
their other available bases of power. Strategiesldweraging power effectively

include:

* Make relationships a main concetdentify the people with whom you need

to establish or develop a relationship.

* Don't give too much weight to your personal prograihile the power of

relationships can be an effective method for pramgoyour own agenda.

« Take full advantage of your communication netwdrkink about the people

you communicate with the most.

e It is advised that such leadership training progrems should aim at
improving the role played by leaders including,liskand competencies on
understanding, initiating, listening to employeesjpowering, coaching and

mentoring employees and giving quick solution tolgbems.

* The leadership of the organization is strongly seldi to align followers
through the creation of healthy and close relatigthh employees and must
give more attention to employees. To this end,desadhould assign adequate
time to communicate with their subordinates to boaad listen to them.

* It is strongly recommended that the relationshiylesof the organization

/leaders should be changed into modern, partiaipatod more empowering
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leadership style. New leaders that have the skilherience and potential for

leadership should replace leaders that cannotdisted trough training.

* The organization and its leaders should set doestiand align employees
with that direction through communication, insgmat motivation,

empowerment and basic need gratification.

* The organization and its leaders are strongly advie involve employees in
decision making and include their ideas in the sleni of the organization in
order to create participatory leadership style mmment rather than imposing
what decided periodic or regular meetings is wah also help in promoting

participatory decision making.
* The organization should communicate its vision,ugamission in a very
transparent way to inspire and mobilize employeesvatds the

accomplishment of common goals.

Giving more importance to the employees than tis& tae., employee-oriented

leadership.
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APPENDI X

Annex 1 - Research Interviews

. How long did you stay in the organization?

. What type of leadership styleis better for the success of the organization?
. What mechanism you use to influence employees?

. Did you have a good relationship with your employees?

Did you communicate the values, vision, & objectives of the organization?



APPENDI X

Annex 2 Questionnaire
Faculty of Business
Department Of M anagement
The following questions are designed to find out an assessment of labor union. Thisis about your
opinion, which may require you to generalize based on your organization. Please make highlight
on the boxes and write your opinion on the specified space. Thank you in advance for your
cooperation.

1. Sex 7 Mae ] Femade

2. Age Group

11118-24 11125-34 [11135-44 [1145-54
[10155-64 0065 & Over

3. Educationa Level

[10JHigh School or less 11 Technical and Vocational "11Degree
"1JMasters Degree 1 PhD
4. Position

[ 1Executivel Senior Manager (Top Level Manager)
[J[IMiddle Level Manager

[11Operational /Supervisor (First Level Manager)
[1Other please specify

5. My organization empowers people at all levels.
Strongly agree [ Agree []
Neutral [ Disagree [ Strongly Degree [



6. To what extent does the management involve the employee in the decision making
process?

Very High [ High [ Averagel | Low [ Very Low(]

7. My organization teaches leaders how to influence their full power.

8. Do you think Power is misused by top leadersin your organization?

Strongly agree [ Agree [
Neutral [ Disagree [l Strongly Degree (]

©

. If you agree, why do you think people misuse their power?

10. Which Leadership Style takesin place by your organization?
1 The (Participative) Democratic Leadership Style
1 Authoritarian Leadership Style, and
(11 The Laissez-faire Leadership Style
11. How is good your work relationship with leaders?
"1Badl] Good [11] Very good [1[] Excellent (11
12. Your relationship with leaders in communicating the values, vision & objectives of the
organization?

Very High [ High [ Average]  Low [ Very Low(]

13. Do you think leaders do for you to be come more effective using their power?

Strongly agree [ Agree [



Neutral [ Disagree [ Strongly Degree [
14. What would you mativation you to do your job better? Power or Leadership Style?






