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Abstract
Purpose: This is to look into the impact of leadership on employee
output in the local governance sector during the COVID – 19 Era.
Research Methodology: A quantitative and descriptive approach,
as well as a census method, were used to sample 220 employees. A
structured questionnaire was used to gather data, multiple linear
regression was used to test hypotheses, and SPSS version 20 was
used to input, process, and analyze data.
Result: The findings demonstrate that visionary, laissez-faire, and
servant leadership styles have a considerable impact on staff
output. Furthermore, employees' output is unaffected by autocratic
and charismatic leadership styles.
Limitation: The research only investigated five different types of
leadership styles. Within the central region, it was similarly limited
to only one metropolitan assembly.
Contribution: It was demonstrated by the theory that under the
local government, some various forces and situations drive the
organization's activities; thus, leadership should be ready to change
and dynamically position themselves to handle issues that arise.
Keywords: Employees’ output, Leadership, Leadership styles,
Local government
How to Cite: Amegayibor, G. K. (2022). Leading local
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1. Introduction
Local government leaders are more frequently found in communities and serve as agents of the central
government, demonstrating the ability to persuade employees and community members to achieve
developmental goals. They try to attract people from all walks of life by demonstrating faith and a
desire to use the resources available to them, and because local government organizations are more
decentralized, leadership is required to push employees to produce generally acceptable results. When
an organization requires dynamism or a management shift, leadership is viewed as the pillar around
which it evolves and revolves. Despite speculation that traditional leadership approaches must be
abandoned due to generational shifts in employee and client behavior, these approaches continue to be
important in the operation of organization management. According to Oyetunji (2006), leadership
patterns have shifted from old leadership practices to new perceptions. Just at the start of the year
2020, the entire world was infected with COVID – 19, one of the speediest viruses, which was first
discovered in the Chinese city of Wuhan (El-Sayyad & Abdalhafid, 2020).
As a result of this global challenge, leadership took on a new dimension during COVID – 19, and
employee output dwindled due to inconsistency in their reporting to work. To deliver the
organization's goods, leaders are expected to need to adopt new approaches to leading and managing
employees in the near future. Because the organizational environment is changing, leadership must be
flexible in order to achieve organizational goals, which cannot be achieved unless employees give
their all during the pandemic. Today's leaders and managers must begin to shift from being armchair
leaders and managers who expect the receptionist, who is always perceived to be the one to attend to
clients or customers at the reception area, to being recipient-based or servant leaders and managers,
ready to attend to every client at the earliest opportunity. According to Colbert, Minic, and Director

(2009), elements impacting leadership include manager traits, subordinate characteristics, and
organizational environment. In their study of a situational theory of leadership, J.W. Osborne (2008)
argues that there is a need for the conventional method of leadership since the context in which
leaders interact is both radically different and unique in a given setting.
As a result, leadership must not be reserved for a specific group or personality within the organization
but must be demonstrated by everyone from the floor member, and receptionists, to the top
executives, because each person in the organization represents the face of the organization and should
represent the goals and aspirations of the organization. According to Amegayibor (2021), leadership
has got a lot of interest in both large and small organizations all over the world as a result of
globalization and technological improvements, and there is a need for leaders to become more
proactive in their thinking when it comes to handling their organizations. Public institution leadership
is at the heart of this global threat COVID – 19 has been called into question due to a lack of clear
demonstration of different leadership in these given circumstances. The pandemic primarily impacted
public institutions; the unexpected nature of the pandemic threw all organization's plans out of gear,
and the organization's management was to apply the necessary theory to solve the issue at hand by
demonstrating leadership consistent with occurrence.
Managers' leadership behaviors within an organization allow for clear communication between the
leader and the workers. This situation allows for the elimination of job stress within the organization
of workers as well as the provision of an organizational environment that aids in the promotion of
employee performance. The COVID-19 pandemic was unquestionably one of the most devastating
disasters in human history (Loayza & Pennings, 2020). Leadership in diverse countries has
demonstrated that particular leadership is only appropriate for certain scenarios in the COVID-19
pandemic crisis (Carter & May, 2020). During the COVID – 19 staff members were permitted to
work and make decisions from home, and physical appearance at a job was no longer required. As a
result, leaders must lead from a variety of positions, whether in the office or at home and this largely
affected output. Worker job satisfaction and output rise, while worker turnover falls (Kim & Brymer,
2011). Many authors proposed the contingency theory of leadership as the most relevant theory in
such unexpected situations. Contingent theories aid in gaining experienced freedom in
leadership(Northouse, 2001). According to Prasertwattanakul and Chan (2007); Northouse (2000),
Fiedler's contingency theory arose from the lack of trait and behavioral theories to deliver dependable
results, which led to a focus on a contingency or environmental factors that govern behavior (Yukl,
2002).
According to Chan (2010), researchers who have studied leadership styles have not come up with a
proper style suitable for a specific issue; however, Chan advises that different styles are needed for
diverse contexts and leaders simply need to know when to use a specific approach; and by using
suitable leadership style, leaders can affect employee job satisfaction, dedication, productivity,
employee performance, and organizational performance. This begs the question of how leaders and
managers in state institutions such as the local government institutions respond to unexpected
situations, as well as the type of leadership style displayed in a given circumstance. Previous research
on leadership and employee performance has focused on sectors such as education(Tessema, 2014),
SMEs (Jalal-Eddeen, 2015), banking (Bushra, Ahmad, & Naveed, 2011), communication(Karamat,
2013), oil and gas (Makhamara & Simiyu, 2016), etc. but studies on employee performance in the
local government sector appear to be rare. Furthermore, there is a scarcity of literature in the
Ghanaian leadership literature on the effect of leadership on employee output. The study will look
into the relationship between leadership and employee output in Ghanaian local government to close
these gaps.
The objective of the study
The study's primary goal is as follows:
1. To look into the impact of visionary leadership on employee output in Ghana's local
government sector.
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2.

To see how autocratic leadership affects employee output in Ghana's local government
sector.
3. To examine the effect of laissez-faire leadership on employees’ output in the Ghanaian local
government sector.
4. To examine the effect of charismatic leadership on employees’ output in the Ghanaian local
government sector.
5. To investigate the impact of servants on employee output in Ghana's local government sector.

2. Literature review
Contingency theory
In an article titled "A Contingency Model of Leadership Effectiveness in 1958," Fred E. Fiedler
suggested the contingency theory of leadership. The theory is based on the idea that the proper type of
leadership is determined by an environmental circumstance that manifests itself in the form of a
specific event or behavior (Sahal, 1979). The emergence of the theory in the 1960s and 1970s,
according to Hernandez, Eberly, Avolio, and Johnson (2011), was an attempt to describe the impacts
of leadership and explain greater variances in the effectiveness of leaders by taking situational
elements into account more precisely. Situational favorableness and leadership style are the two
fundamental principles of Fiedler's theory. Fiedler sees group effectiveness as "depending on both the
leader's motivational system and the amount of dominion the leader has, viewing the leadership
position as an arena in which the leader attempts to accomplish both his and the organization's goals"
(Singh, Bohra, & Dalal, 1979). The theory tailors a leader's performance to the circumstances
(Northouse, 2012).
It evaluates the leader’s efficacy based on his personality, hence the word "contingency." The theory
is defined by three factors: leader-member relationships, work structure, and position authority
(Northouse, 2000). Leaders profit from the current globalization climate in a variety of ways
("Addressing Leadership Problems in a Global Context," 2011). According to contingency theory,
there is no single, prescribed method for achieving change. Alternatively, the unique conditions must
be considered. In general, the theory asserts that change is influenced by the relationship between
leaders and followers, the task structure, and the leader's position (Doyle & Smith, 2001).
Contingency theory is made up of three principles, according to Weihrich and Cannice (2010)
position power, task structure, and leader-member relationships. The degree to which the power of a
position, as opposed to other forms of influence such as personality or skill, enables a leader to
persuade group members to follow orders is known as position power (Weihrich & Cannice, 2010).
They are forced to work because of the leader's or manager's power and ability to exert certain levels
of influence and control over subordinates. The leader's power may come from his or her knowledge,
experience, and level of authority which has been awarded him or her by the organization.
As a conceptual premise, task structure entails a clear specification of a task and the individuals who
are responsible for it. As a result, task structure refers to a procedure by which organizational tasks are
clearly defined and responsibilities are distributed to members clearly and concisely. if organizational
activities are well-structured and separated, there will be an opportunity for successful employee
performance review. The task structure specifies how normal the work will be, as well as the
mechanism for assigning job responsibilities and tasks to the worker. The idea of leader-member
interactions essentially refers to a situation in which a leader uses positive methods to earn trust from
his subordinates, which ostensibly necessitates an awareness of the subordinates' needs, desires, and
motivations (Weihrich & Cannice, 2010).
This component exemplifies the relationship between the leader and his or her subordinates. The
success of the organization is determined by how successfully the leader manages these relationships.
It is a crucial aspect of organizational management because the leader and employees demonstrate
trust, loyalty, consistency, and reliability. The theory applies to the research because it has shown that
organizational change is increasingly dynamic as a result of technology and globalization issues
necessitating different leadership styles in these circumstances to illustrate that leadership or
management is prepared to lead in a variety of ways depending on the situation. It has been
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demonstrated that the aspects listed in the contingency theory should not be overlooked since they
play a part in a leader's or manager's effectiveness.
The leadership concept
Researchers from all over the world continued to see leadership as one of the most widely discussed
topics (Kuchler, 2008). According to De Jong and Den Hartog (2007), leadership is the practice of
persuading others to achieve specific goals. According to Lok and Crawford (2004), a firm's outcome
is mostly driven by its leadership. Gill (2006)discovered that leaders engage, inspire, develop, and
acknowledge their people to achieve critical performance results. Leadership is the capability to guide
a group toward a common objective that would not have been achieved without the presence of a
leader (J. Graham, 1997). The practice of persuading others to identify and concur on what matters
and how it is done, as well as the process of aiding individual and collective efforts to achieve shared
goals, is known as leadership (Yukl, 2010).
According to Kent (2005), leadership involves interaction between both the leader and his followers,
which is capable of altering both their motivation and behavior through change and development.
Ability to persuade others to do something, believe something, or act in a particular way (Lehman,
2007). Leadership is critical in determining a company's success or failure (Lok & Crawford, 2004).
Gill (2006) discovered that to achieve critical performance goals, leaders must aid to inspire,
motivating, encouraging, and recognizing their people. Komakech, Obici, and Mwesigwa (2021)state
that effective leadership necessitates professional ability, a lack of which can cripple an organization
in a variety of ways. Leadership is a factor used in institutions to influence employees to achieve
personal or organizational goals.
Leadership styles
There are many different types of leadership styles to choose from when it comes to studying
employees’ performance or output. In 1939, Kurt Lewin identified three types of leadership:
authoritarian, democratic, and laissez-faire. According to Mirumbe (2020), some authors identify
transactional, transformational, bureaucratic, laissez-faire, autocratic, and democratic leadership
styles. Autocratic, democratic, laissez-faire, charismatic, democratic, visionary, transactional, and
transformational leadership were identified by Mosadegh (2003). The behavior of a leader is referred
to as his or her leadership style. It is the outcome of the leader's ideas, charisma, and knowledge
(Jalal-Eddeen, 2015). These leadership styles are based on the old notion that leaders should be great
managers capable of guiding and controlling their people. Alkahtani, Abu-Jarad, Sulaiman, and
Nikbin (2011) defined followers (employees) as obedient subordinates who obey orders. The theory
and the study to be undertaken have an existing relationship in that the theory concentrates on
visionary, autocratic, laissez-faire, charismatic, and servant leadership styles in an institution due to
the situation such as COVID – 19 and the nature of the organization. Even though other leadership
styles can be tested, these five styles were used in the organization mostly at different times and affect
employee performance or output. It means that implementing one of these leadership styles will result
in either improved or decreased employee performance.
Autocratic leadership
Autocratic leadership is characterized by the display of a certain level of power granted to them by the
organization, as well as the position of being an expert. It is used to compel someone to work or do
something before complaining, such as compelling an employee to reach a specific goal in a specific
method and period. This leadership style is referred to as the classical tradition (Nwokocha &
Iheriohanma, 2015). This form of leadership, according to Karamat (2013), is defined as an individual
who sets his or her goals without considering the viewpoints of his or her followers, then forces his or
her followers to carry out their obligations without inquiry. The primary idea behind this leadership
style is that leaders are skilled professionals who control and monitor their subordinates. Alkahtani et
al. (2011) define followers (employees) as obedient subordinates who obey directions. Autocratic
leaders in companies, according to Balunywa (2000), are more concerned with despotic influence to
get the work done than with the development and growth of subordinates. According to Gordon
(2013), firms with an authoritarian leadership style have employee absenteeism and abnormally high
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turnover. According to Zervas and David (2013), an authoritarian leader achieves goals by embedding
a clear, strong vision, guaranteeing that the vision is included in strategy implementation, and
directing activities throughout the organization. Autocratic leaders lead to a situation in which
subordinates who refuse to acknowledge the value of work are forced to work (Mullins, 2002).
Laissez – faire leadership
This is a leadership style in which a boss allows a subordinate to work autonomously and make
decisions to reach a certain goal. This sort of leadership is believed to be a lazy man approach to
employee management, and if care is not taken, employees get cocky of themselves and may make
arbitrary decisions that are not in the best company’s interest. Karamat (2013) describes this form of
leadership as "very laid-back." The group's leader allows its members to take whatever action they
deem necessary. The term laissez-faire was used to refer to free-market capitalism, and it is defined in
politics and culture as an institutional system that works best when there is no state involvement. It is
considered a "natural" economic paradigm that maximizes personal well-being while also extending
to the community. Using this leadership style, individuals are provided with complete authority or
influence, and they are responsible for formulating goals, making choices, and solving issues on their
own (Nwokocha & Iheriohanma, 2015). According to Muhammad and Usman (2012), a laissez-faire
leadership style gives employees greater options and the least degree of assistance in making
organizational decisions. It was stressed that the motive for this leadership style is that the leaders
think that giving employees the ability to respond to obligations and tasks in their unique way
improves performance. According to S. Brown and Bryant (2015), if team members do not perform
their roles properly or lack the expertise, skills, or motivation to perform their work effectively, the
leadership style can be detrimental. Uncertainty, inefficiency, and anarchy can result from a laissezfaire leadership style.
Visionary leadership
The leader who carries or bears the future and direction of a company by inspiring individuals within
the organization to focus on reaching the established targets is known as visionary leadership. They
are visionaries who are focused on the institution's greater aim or mission. Visionary leadership,
according to Ahmad and Oranye (2010), is a type of leadership in which empowerment is the process
of building self-efficacy, promoting helplessness, and strengthening intrinsic forces within
organizational members to achieve successful aims and outcomes. In contrast to the direct approach
and assumptions, visionary leadership is a dynamic and interactive phenomenon. Leaders who have
the trait of visionary leadership have a foresight of future events and set certain goals for achieving
them. Visionary leadership is defined as the ability to create an influence on individuals to engage in
specific goals and transmit this talent to their followers (Buluç, 2009). A visionary leader is concerned
with how to transform a stagnant institution into a massive, innovative system (Almog‐Bareket,
2012). The study of strategic vision should take into account the strategic substance of products,
markets, issues, processes, and organizations, as well as distinct visionary approaches (Westley &
Mintzberg, 1989). Visionary leadership, according to Khan (2002), entails the skill, capability, and
extraordinary expertise to ensure future success. A visionary leader can anticipate issues, plan for the
long term, and inspire others to behave properly. This means that visionary leaders may identify
challenges and opportunities within the organization to assist the organization in achieving its goals.
When presented with undesirable or unexpected events, visionary leaders aggressively research a way
to benefit from those changes (Adriansyah, 2015).
Charismatic leadership
Charismatic leadership refers to a type of leader who has the charisma and firepower to inspire others
to achieve a common objective. Is most typically a type of individual that desires to influence a group
in achieving a vision; this desire stems from the person's innovative personality. They maintain their
eyes on the ball at all times. According to academicians, charismatic leadership is defined by three
unique behaviors that occur in three stages: the first is evaluating the environment. At this point, the
charismatic leader understands his or her followers' requests and expresses their discontent with the
existing quo. The charismatic leader's second stage occurs when he or she develops a purpose and
effectively communicates it to those around them (employees). The third step is vision execution,
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which requires the leader to adopt a risky and unconventional strategy in order to win followers'
dedication, such as willingly exposing themselves to situations with unknown outcomes and taking
risks (Ehrhart & Klein, 2001). This form of leadership fosters a sense of oneness between the two
people or a person who wants to be like the other; the bigger the desire, the greater the power (Bass &
Avolio, 1990). A leadership style is one where the leader's influence is primarily based on his or her
personality(Eze, 2010). According to Zervas and David (2013), a charismatic leader becomes forceful
when a follower fails to satisfy aspirations or when there is conflict. According to S. Brown and
Bryant (2015), charismatic leaders have a higher level of confidence than their peers.
Servant leadership
This leadership is where the leader influences an individual by paying attention to their needs,
displaying compassion, and offering a certain level of awareness, persuasion, and stewardship to
reach a specific purpose. There is a new concept of servant leadership emerging, and it shares many
characteristics with transformational leadership. The drive to serve and empower subordinates
motivates the leader, resulting in an egalitarian leader-follower relationship (Brownell, 2010). Servant
leadership suggests greater compassion for the people because the leader's primary attention is on his
or her subordinates (Stone, Russell, & Patterson, 2004). Servant leadership is a style of leadership that
takes into account the needs of members (and other stakeholders), to assist followers to, and succeed
(J. W. Graham, 1991; Greenleaf, 1998). According to Matteson and Irving (2005), servant-leadership
is fundamentally centered on putting the needs of followers ahead of personal interests. Greenleaf
(1998) defines servant-leadership as an approach to management in which an individual
simultaneously leads and serves in a coordinated manner, while also interacting thoughtfully with the
environment. Servant leaders, according to Spreitzer and Cameron (2012), represent a good view of
organizational behavior since their actions excite individuals and help them reach their full potential.
The key distinction between a servant leader as well as other managers is the care with which the
servant leader ensures that other people's most pressing needs are met (Gordon, 2017). The major
obligation of servant leaders is to work for the employees' basic needs and desires while considering
their interests (Whetstone, 2002). Leaders enable employees to perform by supporting them rather
than utilizing their authority (Russell, 2001). According to Hart and Quinn (1993), managers who are
primarily concerned with people perform better in terms of business and financial objectives. M. E.
Brown and Treviño (2006) noted that to implement servant leadership more effectively, staff must be
valued and their contributions recognized.
Employees’ output
The act of delivering or supplying something to serve a shared objective or purpose is known as
output. This can be utilized in a variety of ways, such as determining the level of employee
performance in a company or the person's resulting point. Anyango (2015) defines employee output as
"the result of behavioral patterns performed to attain a target by prescribed criteria." Job performance,
according to Ibrahim (2004), is a critical activity that determines both the goals and strategies for
achieving organizational as well as the level of output accomplishment. Work performance in the
context of task performance was defined by Borman and Motowidlo (1997) as "the effectiveness with
which they represent the best and undertake their assigned duties, culminating in the accomplishment
of the organization's objectives while adjusting both the organization and the individual accordingly."
According to Putterill and Rohrer (1995), employee performance can be defined as assessing the
number of units of an adequate standard produced by an individual in a manufacturing enterprise
within a specific time frame.
Employee output refers to how individuals contribute to the achievement of organizational goals. It
underlines the importance of the employees' contribution to the organization's objectives. Job
performance entails activities that are reflected in the actions taken by the individual (Oswald,
Hambrick, & Jones, 2007). When goals are achieved the employees receive better wages and
incentives based on production, the amount and quality of total production increases, and the
organization's goodwill increases. All of these factors contribute to the development of the national
economy and the overall living standard of society, and employees receive job satisfaction. Employee
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output refers to the activities performed by the institution's staff to achieve the main organizational
goal. Employees perform to the highest level of expectation to achieve the desired result.
Local Government organization
The local government institution is more of a decentralized system led by a chief executive officer
and other departmental leaders, but management does not always make decisions on its own.
Authorities from the centralized system demonstrate the path of a specific decision they made, and the
conduct of business within the organization takes on a different dimension per an instruction requiring
a specific approach to handle a situation. During COVID – 19, it was more difficult for the local
government institutions especially Cape Coast metropolitan because decisions from above affected
every aspect of the organization's activities, so management within the establishment needed to
demonstrate leadership that was consistent with the situation and ensure that goals were met. The
executive and management have over the years exhibited some type of leadership in executing the
community development programs through employees of the institution and to be identified.
According to Amegayibor (2021), Ghana's local governmental agencies are the Metropolitan,
Municipal, and District Assemblies (MMDAs). They are backed by Ghana's Republican Constitution
of 1992.
The general assembly of each municipality adopts decisions that are carried out by several
departments. The general assembly of each local government takes decisions that are carried out by
numerous departments. Officials in this decentralized organization perform accounting, auditing,
planning, and engineering, to name a few functions (Crawford, 2004). Citizens expect local
government entities to offer high-quality, efficient services, and they must live up to those
expectations(Buccus, Hemson, Hicks, & Piper, 2007). The mission is to improve people's quality of
life by delivering essential quality services and fostering a growth-friendly atmosphere for the
company. Because its finances are created and dispersed from the consolidated account, as well as the
help of other stakeholders such as NGOs and donors, the local government assumes a specific nature
of administration that is generically linked to the central government. According to Eton, Mwosi, and
Ogwel(2022), some operate strictly in accordance with the Local Government Act, while others are
influenced by political heads and leaders, who are fueled by personal ethos.
Review of empirical work and formulation of hypotheses
Mutohar and Jani (2020) investigated the role of visionary leadership, lecturer performance, and
academic culture in increasing the competitiveness of Islamic tertiary institutions in Indonesia. It was
determined that a visionary leadership style affected the performance of lecturers. Bataineha and
Salehb investigate the impact of visionary leadership on employee innovation at King Abdullah
University Hospital in Irbid, Jordan. According to the findings, visionary leadership enhances
employee innovation. Gimuguni, Nandutu, and Magolo (2014) discovered that autocratic and laisseZfaire styles of leadership affect employees’ performance Mbale district, Uganda. Nuhu (2010)
researched the effects of laissez-faire and autocratic leadership styles on employees’ performance at
Kampala City Council. Quantitative evidence supports laissez-faire and autocratic leadership styles
had an impact on employee performance. In Pakistan, Mawoli, Mohammed, and Sarkin-Daji (2013)
examined autocratic and laissez-faire leadership styles in work performed at public health institutions,
it was discovered that autocratic, and laissez-faire leadership styles affected job performance. Using a
census sample of 159 employees, Abdilahi (2016) assessed the effects of laissez-faire leadership style
on employee performance at Dashen Bank in Addis Ababa, Ethiopia. According to the findings, the
most effective variable on employee performance is laissez-faire leadership. On this basis, it is
theorized that:
H1: Employee output is influenced by visionary leadership.
H2: Employee output is affected by autocratic leadership.
H3: Employee output is impacted by laissez-faire leadership.
H4: Employee output is affected by charismatic leadership.
H5: Employee output is influenced by servant leadership.
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The conceptual framework for the effect of leadership styles on employees’ output
Leadership Styles
Visionary
Autocratic
Contingency
Theory

Laissez – faire

Employees’ output

Charismatic

Servant
Figure 1. Conceptual framework
This framework is grounded on Fred Edward Fiedler's contingency theory of leadership, which he
developed as an industrial and organizational psychologist. According to the theory, leaders should
consider adjusting their leadership in different settings to inspire people to be productive and perform
at their best. That there is no one proper way to accomplish things, and that when a situation arises,
the appropriate leadership should be exhibited to deal with it. According to the notion, leaders cannot
be efficient and effective if they ignore the surroundings and contextual or situational aspects. As seen
in figure 1, leadership styles (visionary, autocratic, laissez-faire, charismatic, and servant) are
independent variables that are expected to have an impact or effect on the output of employees, which
is the dependent variable. It's been suggested or hypothesized that leadership styles have an impact on
employee output.

3. Research methodology
Cape Coast, in the central region, was the focus of the research. The Cape Coast Metropolitan is one
of Ghana's 260 Metropolitan, Municipal, and District Assemblies (MMDAs), and is part of the
Central Region's 22 MMDAs. The City is the smallest metropolis in the country, covering only 122
square kilometers. The researcher used a quantitative approach to determine the link between
variables as well as their statistical values. According to Creswell (2011), a quantitative research
approach enables scientists to use computational techniques to reach independent and objective, and
methodical conclusions. Because the study's goal is to understand the link between the variables under
investigation, this approach was chosen. Ooi and Teoh (2021)emphasized that quantitative research
methods allow for the examination of the relationship between independent variables and dependent
variables. The investigation was conducted using the descriptive study design. According to Quartey
and Awoyemi (2002), descriptive design is the method of collecting information to answer research
questions or test hypotheses about the current state of phenomena to provide an accurate and objective
account of the current condition or real-life situation.
According to Aggarwal (2008), descriptive design is concerned with gathering data about new
conditions or situations for validity and reliability, and it includes appropriate analyses, explanation,
comparisons, and recognition of trends and relationships, rather than simply collecting and tallying
facts. A total population of 220 employees in the institution was included in the research. Staff
members of the Cape Coast Metropolitan Assembly are included in the population because they carry
out all work processes as directed to achieve the goals. The inclusion of the complete population in
the study was to reduce the risk of mistakes, increase the reliability of census figures, and deepen the
applicability of the findings by Jason W Osborne and Costello (2004). The respondents were sampled
using the census sample technique. Census data is more valid and dependable than other sources of
data. According to Prasad (2015), the census approach ensures the most accurate and specific
representation of a phenomenon without any element of bias because all elements are taken into
account without any likelihood of being overlooked. Data collecting via the census approach allows
an investigator to conduct a thorough investigation into a topic. Many individuals feel a census, which
contacts every member of the target population, is more accurate than a sample survey (Dalenius &
Reiss, 1982).
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Data collection and analysis
In this study, a structured questionnaire was used to collect primary data. This survey is designed to
collect raw data for use in quantitative research. It can also be used to initiate formal research,
supplement and validate previously collected data, and validate hypotheses. Structured questionnaires,
according to Acharya (2010), have fewer disparities, are easier to conduct, have consistent replies,
and are simple to manage data. It ensures that participants understand the goal of the research and will
answer questions thoroughly till the completion of the survey (McGuirk & O'Neill, 2016). A, B, and
C were the three sections of the questionnaire. Section 1(A) deals with personnel personal data
(demographics), such as sex, education, and experience. The second section (B) discusses visionary,
autocratic, laissez-faire, charismatic, and servant leadership styles. Section 3 (C) also addressed
employee output. The independent variables' leadership styles were rated on a five-point Likert scale,
with 1 indicating the least influence, 2 implying less influence, 3 implying influence, 4 implying
much influence, and 5 implying most influence. Employee output was also assessed on a five-point
Likert scale, with 1 representing little effect, 2 representing less effect, 3 representing effect, 4
representing much effect, and 5 representing most effect. It is critical to employ Likert-type scales and
allow the researcher to calculate Cronbach's alpha coefficient for internal consistency (Gay & Mills).
Professionals in the field reviewed the structured questionnaire for validity and reliability before it
was administered, and their feedback was fully integrated into the completed instrument. The
instrument's acceptable validity and reliability consistency was assessed using the Cronbach Alpha
measurement, which confirmed a score of 0.8, suggesting that the instrument was credible enough to
produce reliable and valid data. The data collection, which included 220 questions, took 6 months due
to the organization's fluid and political nature. The five hypotheses were evaluated using a multiple
linear regression test. The Statistical Social Science Program (SPSS) 20.0 version was used for
entering data, data management, output values, and analysis.

4. Results and discussion
Descriptive statistics
Description of demographic variables
The demographic features of respondents are described in this section. This includes factors such as
sex, education, and work experience.
Table 1. Demographic background of respondents (N =220)
Items
Frequency Percent
Sex
Male
126
57
Female
94
43
Education
Secondary
15
7
Technical
20
9
Diploma
52
24
Degree
100
45
Post-graduate
33
15
Experience Less than a year
37
17
1-5 years
56
25
6- 10 years
66
30
11 years and above
61
28
Age
18 – 30 years
100
45
31 – 40 years
50
23
41 – 50 years
55
25
51 – above years
15
7
Source: Amegayibor (2021)
Table 1 shows that 126 men (57%) and 94 women (43%), respectively, were among the respondents.
15 respondents (15%) received secondary school certificate education, 20 respondents (9%) technical
school certificate education, 52 respondents (24%), diploma school certificate education, 100
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respondents (45%) degree level certificate education, and 33 respondents (15%) post-graduate
certificate education. 37 respondents (17%) had less than a year of experience, 56 respondents (25%),
1 to 5 years of experience, 66 respondents (30%), 6 to 10 years of experience, and 61 respondents
(28%), 11 years or more of experience.100 employees (45%) were between the ages of 18 and 30, 50
employees (23%) were between the ages of 31 and 40, 55 employees (25%) were between the ages of
41 and 50, and 15 employees were between the ages of 51 and above (7%).
Hypotheses Testing
Simple Linear Regression Analysis
The regression analysis was performed to establish the statistical significance of the independent
variables leadership styles (visionary, autocratic, laissez-faire, charismatic, and servant) and
dependent employees' output in the local government sector.
H1: Employee output is influenced by visionary leadership.
Table 2. The connection between visionary leadership and employee output
Predictor
Std. Error Std Coefficients
T
Sig – Value
Beta
(Constant)
.195
13.222
.000
Visionary Leadership
.051
.123
2.472
.014
R Square = .015
Adjusted R Square = .013
P-value = 0.00
Source: Amegayibor (2021)
The relationship between visionary leadership style, the independent variable, and employee output,
the dependent variable, is depicted in Table 2. The simple regression test demonstrates that visionary
leadership style with (Beta =.123; Sig – value =.014) supports the hypothesis H1 that states "visionary
leadership influences employees' output." Because the sig – value is less than 0.05.
H2: Autocratic leadership influences employees’ output.
Table 3. Association between autocratic leadership style and employees’ output
Predictor
Std. Error Std Coefficients
T
Sig –
Beta
Value
(Constant)
.123
24.251
.000
Autocratic Leadership
.053
.028
.555
.579
Adjusted R Square = -.002
R Square = .001
P-value = 0.00
Source: Amegayibor (2021)
The relation between the independent variable, autocratic leadership style, and the dependent variable,
employee output, is depicted in Table 3. The simple regression test shows that the autocratic
leadership style with (Beta =.028; Sig – value =.579) does not support hypothesis H2 which claims
"autocratic leadership influences employees' output." Because the sig – value is more than 0.05.
H3: Laissez-faire leadership influences employees’ output
Table 4. The link between a laissez-faire leadership style and employee output
Predictor
Std. Error Std Coefficients
T
Sig – Value
Beta
(Constant)
.191
13.818
.000
Laissez – faire Leadership
.060
.110
2.206
.028
Adjusted R Square = .010
R Square = .012
P-value = 0.00
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The relationship between the independent variable, laissez-faire leadership, and the dependent
variable, employee output, is shown in Table 4. The simple regression test results suggest that the
laissez-faire leadership style with (Beta =.110; Sig – value =.028) supported the hypothesis H3 which
asserts "autocratic leadership influences employee output." Because the sig – value is lower than the
alpha value (α) 0.05.
H4: Charismatic leadership influences employees’ output.
Table 5. The correlation between charismatic leadership style and employee output
Predictor
Std. Error Std Coefficients
T
Sig – Value
Beta
(Constant)
.182
16.998
.000
Charismatic Leadership
.054
-.012
-.248
.804
Adjusted R Square = -.002
R Square = .000
P-value = 0.00
Source: Amegayibor (2021)
The association between the dependent variable, employee output, and the independent variable,
charismatic leadership style, is shown in Table 5. The findings of the simple regression test show that
the charismatic leadership style (Beta =-.012; Sig – value =.804) does not support hypothesis H4,
which states that "charismatic leadership influences employee output." This is because the sig – value
is greater than the alpha value (0.05).
H5: Servant leadership influences employees’ output.
Table 6. Correlation between servant leadership style and employees’ output
Predictor
Std. Error Std Coefficients
T
Sig – Value
Beta
(Constant)
.194
17.604
.000
Servant Leadership
.057
-.101
-2.019
.044
R Square = .010
Adjusted R Square = -.008
P-value = 0.00
Source: Amegayibor (2021)
The dependent variable, employee output, and the independent variable, servant leadership style, are
shown in Table 6. The results of the simple regression test revealed that the servant leadership style
(Beta =-.101; Sig – value =.044) supports hypothesis H5, "servant leadership influences employee
output." This is because the sig – value is smaller than the alpha value (0.05).
Discussion
The research aimed to investigate the link between leadership and employee output in the local
government sector. Five hypotheses were developed in response to the study's five objectives. H1, H3,
and H5 were all validated by statistical data, demonstrating that leadership styles (visionary, laissezfaire, and servant) have an effect on employee output and are substantially related to employee output.
Furthermore, the results revealed that leadership styles (autocratic and charismatic) have no effect on
employee output and that hypotheses H2 and H4 were not validated. This suggests that improving
visionary, laissez-faire, and servant leadership styles will increase employee output by 0.13, 0.10, and
0.08 percent, respectively. Leadership styles have a strong significant association with employee
performance, according to prior empirical studies. This illustrates that developing specific leadership
styles in response to situational demands improves staff efficiency in a given setting. The findings of
this study support those of Bataineha and Salehb ; Mutohar and Jani (2020); Gimuguni et al. (2014);
Nuhu (2010);Abdilahi (2016)who found that visionary, laissez-faire, and servant leadership styles had
an impact on employee output. However, the study disagrees with Gimuguni et al. (2014), Mawoli et
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al. (2013),Al Khajeh (2018), and Durowoju, Abdul-Azeez, and Bolarinwa (2011) in one way or
another that autocratic and charismatic leadership styles have an impact on employee output. These
findings are significant and intriguing because the study is one of the first to explore the relationship
between visionary, autocratic, laissez-faire, charismatic, and servant leadership styles and employee
output in the local government sector, using an efficient census method of data collection. The study
demonstrates that such a relationship does exist. It also demonstrates that not all leadership styles are
effective in all situations and that they should be varied based on the circumstances.

5. Conclusion
In other sectors such as banking, oil and gas, agriculture, education, communication, and so on,
studies on leadership have shown a significant relationship between employee performance and its
dimensions, as well as job satisfaction, but research on leadership in the local government sector
appears to be scarce, especially in the Ghanaian context. The purpose of this study is to look into the
impact of leadership on employee output in the Ghanaian local government sector in the Central
Region. The sample was obtained from the Cape Coast Metropolitan Assembly in Ghana's Central
Region. The result revealed that visionary, laissez-faire, and servant leadership styles have a
significant impact on employee output. It was ascertained once more that autocratic and charismatic
leadership styles do not affect employee output.

Implication
The majority of research explains why leadership in organizations should be dynamic and
situationally contingent. According to the theory, under the local government, various forces and
situations drive the organization's activities; thus, leadership should be ready to change and
dynamically position themselves to handle issues that arise, though the organization is established as a
decentralized and more democratic system, it still has contextual factors that make its operations more
political. People move in and out of this institution as political power shifts, therefore leadership must
display a certain sort of leadership to overcome obstacles and challenges that arise in terms of
employee performance. Visionary, laissez-faire, and servant leaderships emerge as the types of
leadership styles that drive output or performance. This is not surprising because leaders must bear the
vision of the central government by demonstrating attributes such as moving the institution away from
stagnation, having a spirit of success, displaying confidence in employees, and emotional
commitment. Employees should be given a hands-off approach because it is a decentralized
organization. Others should be allowed to make their own decisions, while leaders provide the
resources and tools they need to succeed. The institution’s primary function is to serve and develop
communities, therefore leaders should demonstrate qualities such as hearing, compassion, caring,
awareness, persuasion, conceptualization, foresight, and stewardship to advance the organization's
mission.

Limitations and study forward
Only five leaderships were examined in the study. Within the central region, it was similarly limited
to only one metropolitan assembly. Due to the time and movement of responders within the
institution, gathering information was difficult.

Acknowledgment
Dr. Dei Mensah is also commended for her significant contribution to the work's refinement. Mr.
Elliot Nyieku's unfailing support has been acknowledged all across my life. Finally, I want to express
my gratitude to my friends and family, especially my wife Abigail Sadzo, and my children Nukunu,
Nuna, and Zebulon, for their encouragement and financial assistance during this research. I'd like to
thank everyone in my family and circle of friends for their support.

References
Abdilahi, M. E. (2016). Effects of Leadership style on employee performance in Dashen Bank, Addis
Ababa, Ethiopia. Ethiopia.
2022 | Annals of Human Resource Management Research/ Vol 2 No1, 43-58

54

Acharya, B. (2010). Questionnaire Design. Nepal: Nepal Engineering College.
Addressing Leadership Problems in a Global Context. (2011). Retrieved from
https://www.brighthubpm.com/resource-management/118171-becoming-a-more-globalleader-common-problems-and-issues/
Adriansyah. (2015). Kepemimpinan Visioner Kepala Daerah. Universitas Prof. Dr. Moestopo, Jakarta.
Aggarwal, Y., P. (2008). The Science of Educational Research: Nirmal Book Agency.
Ahmad, N., & Oranye, N. O. (2010). Empowerment, job satisfaction and organizational commitment:
a comparative analysis of nurses working in Malaysia and England. Journal of nursing
management, 18(5), 582-591.
Al Khajeh, E. H. (2018). Impact of leadership styles on organizational performance. Journal of
Human Resources Management Research, 2018, 1-10.
Alkahtani, A. H., Abu-Jarad, I., Sulaiman, M., & Nikbin, D. (2011). The impact of personality and
leadership styles on leading change capability of Malaysian managers. Australian Journal of
Business and Management Research, 1(2), 70.
Almog‐Bareket, G. (2012). Visionary leadership in business schools: an institutional framework.
Journal of management development.
Amegayibor, G. K. (2021). Leadership styles and employees' performance: A case of family-owned
manufacturing company, Cape Coast. International Journal of Financial, Accounting, and
Management, 3(2), 149-164.
Anyango, C. A. (2015). Effects of leadership styles on employee performance at Boa Kenya limited.
Balunywa, W., S. (2000). A Handbook of Business Management. Kampala: Uganda Press.
Bass, B. M., & Avolio, B. J. (1990). Developing transformational leadership: 1992 and beyond.
Journal of European industrial training.
Bataineha, M. T., & Salehb, A. A. The Effect of Visionary leadership on Employee’s Innovation in
King Abdullah University Hospital, Jordan.
Borman, W. C., & Motowidlo, S. J. (1997). Task performance and contextual performance: The
meaning for personnel selection research. Human performance, 10(2), 99-109.
Brown, M. E., & Treviño, L. K. (2006). Ethical leadership: A review and future directions. The
leadership quarterly, 17(6), 595-616.
Brown, S., & Bryant, P. (2015). Getting to know the elephant: A call to advance servant leadership
through construct consensus, empirical evidence, and multilevel theoretical development.
Brownell, J. (2010). Leadership in the Service of Hospitality. Cornell Hospitality Quarterly, 51 (3),
363-378.
Buccus, I., Hemson, D., Hicks, J., & Piper, L. (2007). Public Participation and Local Governance:
Centre for Public Participations.
Buluç, B. (2009). Sınıf öğretmenlerinin algılarına göre okul müdürlerinin liderlik stilleri ile örgütsel
bağlılık arasındaki ilişki1. Kuram ve Uygulamada Eğitim Yönetimi, 57(57), 5-34.
Bushra, F., Ahmad, U., & Naveed, A. (2011). Effect of transformational leadership on employees' job
satisfaction and organizational commitment in banking sector of Lahore (Pakistan).
International journal of Business and Social science, 2(18).
Carter, D. P., & May, P. J. (2020). Making sense of the US COVID-19 pandemic response: A policy
regime perspective. Administrative Theory & Praxis, 42(2), 265-277.
Chan, S. H. (2010). The influence of leadership expertise and experience on organizational
performance: a study of Amanah Ikhtiar Malaysia. Asia Pacific Business Review, 16(1-2),
59-77.
Colbert, J., Minic, D., & Director, E. (2009). Career Opportunities in the Travel Industry: Facts On
File, Incorporated.
Crawford, G. (2004). Democratic decentralisation in Ghana: issues and prospects. POLIS working
paper, 9(9), 1-23.
Creswell, J. W. (2011). Research Design: Qualitative, Quantitative, and Mixed Methods Approaches:
Sage.
Dalenius, T., & Reiss, S. P. (1982). Data-swapping: A technique for disclosure control. Journal of
statistical planning and inference, 6(1), 73-85.
De Jong, J. P., & Den Hartog, D. N. (2007). How leaders influence employees' innovative behaviour.
European Journal of innovation management.
2022 | Annals of Human Resource Management Research/ Vol 2 No 1, 43-58

55

Doyle, M. E., & Smith, M. K. (2001). Classical leadership. The encyclopedia of informal education,
5(1), 3-15.
Durowoju, S., Abdul-Azeez, I., & Bolarinwa, S. (2011). Leadership styles and organisational
performance in Nigeria: an empirical analysis. Paper presented at the Proceedings of
international conference on social sciences and humanities, Port Novo, Republic of Benin.
Ehrhart, M. G., & Klein, K. J. (2001). Predicting followers' preferences for charismatic leadership:
The influence of follower values and personality. The leadership quarterly, 12(2), 153-179.
El-Sayyad, H. I., & Abdalhafid, Y. K. (2020). COVID-19;-The origin, genetics, and management of
the infection of mothers and babies. Egyptian journal of basic and applied sciences, 7(1), 371388.
Eze, H., C. (2010). Leadership in Organization. Journal of Nigerian Institute Management, 46(1), 2935.
Gay, L., & Mills, G. Airasian (2009) Educational research: Competencies for analysis and
applications: United State of America: Person Education.
Gill, R. (2006). Theory and Practice of Leadership: SAGE Publications.
Gimuguni, L., Nandutu, J., & Magolo, A. (2014). Effect of leadership styles on performance of
localgovernments in Uganda. A case of Mbale District. Unpublished masters’ thesis,
Department of Business Management, Makerere University.
Gordon, G. (2013). School leadership linked to engagement and student achievement. Washington,
DC: Gallup.
Gordon, G. (2017). Leadership through Trust: Leveraging Performance and Spanning Cultural
Boundaries: Springer International Publishing.
Graham, J. (1997). Outdoor leadership: Technique, common sense & self-confidence: The
Mountaineers Books.
Graham, J. W. (1991). Servant-leadership in organizations: Inspirational and moral. The leadership
quarterly, 2(2), 105-119.
Greenleaf, R. K. (1998). The power of servant-leadership: Essays: Berrett-Koehler Publishers.
Hart, S. L., & Quinn, R. E. (1993). Roles executives play: CEOs, behavioral complexity, and firm
performance. Human relations, 46(5), 543-574.
Hernandez, M., Eberly, M. B., Avolio, B. J., & Johnson, M. D. (2011). The loci and mechanisms of
leadership: Exploring a more comprehensive view of leadership theory. The leadership
quarterly, 22(6), 1165-1185.
Ibrahim, M. (2004). Management Skills and Applications. South Africa: Pritoria Press.
Jalal-Eddeen, F. (2015). An Assessment of Leadership Styles and Employee Performance in Small
and Medium Enterprises in Yola, Adamawa State, Nigeria. International Journal of
Economics, Finance and Management Sciences, 3(3), 319-324.
Karamat, U., A. (2013). Impact of leadership on organizational performance. University of Applied
Sciences.
Kent, T. W. (2005). Leading and managing: it takes two to tango. Management Decision.
Khan, S. (2002). Personal administration with special reference to Pakistan: Lahore: Alameen
Publication Press.
Kim, W. G., & Brymer, R. A. (2011). The effects of ethical leadership on manager job satisfaction,
commitment, behavioral outcomes, and firm performance. International Journal of Hospitality
Management, 30(4), 1020-1026.
Komakech, E., Obici, G., & Mwesigwa, D. (2021). Efficacy of inspirational motivation on the
performance of public health workers in mid-north of Uganda.
Kuchler, W. J. (2008). Perceived leadership behavior and subordinates' job satisfaction in Midwestern
NCAA Division III athletic departments. The Sport Journal, 11(2).
Lehman, G. (2007). A common pitch and the management of corporate relations: Interpretation, ethics
and managerialism. Journal of Business Ethics, 71(2), 161-178.
Loayza, N., & Pennings, S. M. (2020). Macroeconomic policy in the time of COVID-19: A primer for
developing countries. World Bank Research and Policy Briefs(147291).
Lok, P., & Crawford, J. (2004). The effect of organisational culture and leadership style on job
satisfaction and organisational commitment: A cross‐national comparison. Journal of
management development.
2022 | Annals of Human Resource Management Research/ Vol 2 No1, 43-58

56

Makhamara, J., & Simiyu, A. (2016). Influence of occupational health and safety on organizational
performance in the manufacturing sector in Kenya: a case study of Kapa oil refineries limited.
The Strategic Journal of Business and Change Management, 3(2), 30-59.
Matteson, J. A., & Irving, J. A. (2005). Servant versus self-sacrificial leadership. Paper presented at
the Proceedings of the 2005 Servant Leadership Research Roundtable.
Mawoli, M., Mohammed, T., & Sarkin-Daji, B. (2013). Leadership styles, job performance, public
health institutions, federal medical centre, private health institutions. Lapai Journal of
Management Science, 4(1), 28-38.
McGuirk, P. M., & O'Neill, P. (2016). Using questionnaires in qualitative human geography.
Mirumbe, F., W. (2020). Effect of leadership style on employee performance: A case of selected
intitution in Arusha. Institute of Accountancy Arusha, Arusha.
Mosadegh, R., A. (2003). The role of participative management (suggestion system) in Shahid
Fayazbakhsh Hospital effectiveness and efficiency. Research in Medical Sciences.
Muhammad, F., & Usman, M. (2012). Leadership Styles Enhances the Employee Organizational
Commitment: A Case Study of Educational Institutions in Lahore. Paper presented at the
International Journal and Conference Management, Statistics and Social Science.
Mullins, L. J. (2002). Management and Organisational Behaviour: Financial Times/Prentice Hall.
Mutohar, P. M., & Jani, H. E. T. (2020). Contribution of Visionary Leadership, Lecturer Performance,
and Academic Culture to the Competitiveness of Islamic Higher Education in Indonesia.
Northouse, P. G. (2000). Leadership: Theory and Practice: SAGE Publications.
Northouse, P. G. (2001). Leadership: Theory and Practice: SAGE Publications.
Northouse, P. G. (2012). Leadership: Theory and Practice: SAGE Publications India Pvt, Limited.
Nuhu, K. (2010). Effect of leadership styles on employee performance in Kampala district council.
Unpublished Dissertation, Kampala: Makerere University.
Nwokocha, I., & Iheriohanma, E. B. J. (2015). Nexus between Leadership Styles, Employee
Retention, and Performance in Organizations in Nigeria. European Scientific Journal, 11(13).
Ooi, T. P., & Teoh, K. B. (2021). Factors affecting the turnover intention among employees in Penang
manufacturing industry. Annals of Human Resource Management Research, 1(1), 29-40.
Osborne, J. W. (2008). Best Practices in Quantitative Methods: SAGE Publications.
Osborne, J. W., & Costello, A. B. (2004). Sample size and subject to item ratio in principal
components analysis. Practical Assessment, Research, and Evaluation, 9(1), 11.
Oswald, F., Hambrick, D., & Jones, L. (2007). Understanding and predicting multitasking
performance. Keeping All the Plates Spinning, 77-84.
Oyetunji, C. O. (2006). The relationship between leadership style and school climate in Botswana
secondary schools. Citeseer.
Prasad, V. (2015). A note on sampling method. AE International Journal of Multidisciplinary
Research, AEIJMR, 3(1).
Prasertwattanakul, S., & Chan, P. (2007). Impact of leadership style on performance: A study of six
sigma professionals in Thailand. Asia and Pacific DSI, 1-11.
Putterill, M. S., & Rohrer, T. C. (1995). A causal model of employee commitment in a manufacturing
setting. International Journal of Manpower.
Quartey, & Awoyemi, M. (2002). Research Method in Education. Accra: KNA B Limited.
Russell, R. F. (2001). The role of values in servant leadership. Leadership & Organization
Development Journal.
Sahal, S. K. (1979). Contingency theories of leadership: A study. Human relations, 32(4), 313-322.
Singh, R., Bohra, K. A., & Dalal, A. K. (1979). Favourableness of leadership situations studied with
information integration theory. European Journal of Social Psychology, 9(3), 253-264.
Spreitzer, G. M., & Cameron, K. S. (2012). A path forward: Assessing progress and exploring core
questions for the future of positive organizational scholarship. The Oxford handbook of
positive organizational scholarship, 1034-1048.
Stone, A. G., Russell, R. F., & Patterson, K. (2004). Transformational versus servant leadership: A
difference in leader focus. Leadership & Organization Development Journal.
Tessema, G. A. (2014). Leadership Practice of Governmental and Private TVET Colleges: A
Comparative Study of Entoto and Some Selected Private TVET Colleges in Addis Ababa City
Adminstration. Addis Ababa University.
2022 | Annals of Human Resource Management Research/ Vol 2 No 1, 43-58

57

Weihrich, H., & Cannice, M. V. (2010). Management: McGraw-Hill Education (India) Pvt Limited.
Westley, F., & Mintzberg, H. (1989). Visionary leadership and strategic management. Strategic
management journal, 10(S1), 17-32.
Whetstone, J. T. (2002). Personalism and moral leadership: The servant leader with a transforming
vision. Business Ethics: A European Review, 11(4), 385-392.
Yukl, G. A. (2002). Leadership in Organizations Fifth Edition: Prentice Hall.
Yukl, G. A. (2010). Leadership in Organizations (7th ed.): Prentice Hall.
Zervas, C., & David, L. (2013). Leadership Style: Is there “one Best”, or is Flexibility worth
developing?

2022 | Annals of Human Resource Management Research/ Vol 2 No1, 43-58

58

