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ABSTRACT 

In this study which was carried in University of Dar es Salaam Computing Centre, 

the main objective was to analyze the effect of leadership styles on employees’ 

performance in Tanzania. The specific objectives were; to examine the effect of 

leadership styles as regards to employee performance in Tanzania. Based on the main 

objectives of the study, it was found that various leadership styles were practiced 

namely; transformational, transactional autocratic and laissez fair leadership styles. 

In Headquarter (70%) Laissez fair leadership style was predominant influenced by 

delaying necessary decisions. Mbeya (67%), City centre (51%) and Arusha (58%), 

transformational leadership style was predominant influenced by leading with vision. 

In Mwanza branch (53%) identified that transactional leadership style was 

predominant. In Dodoma branch (56%) autocratic leadership style was predominant 

characterised by the leader having absolute power over his/her subordinate. Based on 

the characteristics of leadership styles, their effects are as follows; Transactional 

leadership style (64%)  positively influenced them to execute defined duties, Most 

responded (56%)  positively influenced them to give team input and (88%) 

negatively influenced them not to meet departmental goals. Laissez fair leadership 

style predominant in Head quarter (51%) positively influenced them to execute 

defined duties, (58%) were positively influenced to give team input and (76%) were 

negatively influenced not to meet departmental goals. Autocratic leadership style 

predominant in Dodoma branch by (68%) negatively influenced employees not to 

execute defined duties, by (58%) were positively influenced to give team input and 

(56%) were negatively influenced to meet organizational goals. Transactional 

leadership style predominant in Mwanza, (64%) positively influenced them to 

execute defined duties, (56%) positively influenced them to give team input and 

(88%) negatively influenced them not to meet departmental goals. In this study, 

relationships among leadership styles practiced were analysed. It was observed that 

transformation leadership style has the positive and strong relationship with other 

leadership styles.Hence in this study it was observed that transformational leadership 

style (47%) was the one which influences employee performance than any other 

leadership styles which was followed by laissez fair leadership style (30%), followed 

by autocratic leadership style (27%), the last was transactional leadership (13%). 
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CHAPTER ONE 

BACKGROUND AND PROBLEM STATEMENT 

1.1 Background 

The evolution of leadership and how it affects performance dates as early as the 17
th

 

century (Cole 2004).From the end of 17
th

 century we started experiencing different 

treatment of employees from treating them as human machines to rather treating 

them as human capital for achieving different organizational goals and objectives. 

Most of the organizations sought to adopt appropriate leadership style in order to 

compete in the business market. It is clear that until today many organizations are 

continuously looking for new ways and methods of development, especially in the 

administrative aspects, which can assist in achieving effectiveness and efficiency of 

organizational goals (Al-Metheb, 2008).It was propagated that in order to achieve 

business efficiency and economic development, organizations must adopt various 

leadership styles which include transformational, laissez faire, autocratic and 

transactional leadership styles (Wammy, 2014). Indeed, every leadership style has 

the role of motivating employees, controlling, managing, solving conflicts and 

influencing employees. The methodology of playing these duties defers from one 

leadership style and the other style. Most of the researchers in management of 

organizations point that performance of the particular organization depends on the 

particular leadership style applied during the entire business activities (Hill, 2008). 

Furthermore, most of the leadership theories suggest that the leadership style applied 

has the significant influence on employee performance, satisfaction and motivation 

and has also a significant influence on the performance of the organization 

(Matin&Farjami, 2009).It is further commented that leaders’ behavior in leadership 

affected the quality of the organization outcome (Cordelo, 2003). It is propounded 

that effective leadership style should diagnose and adopt appropriate style of 

leadership in order to meet the demand of situations in which it operates (Kenneth, 

1989). 
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From the above discussion, it can be noted that every leadership style has its 

significant features. For example, as far as transactional leadership goes it attempts to 

meet the current needs of their subordinates through organizational targets 

bargaining(Bass,1985).Transactional leaders have ability to motivate followers to 

rise above their own personal goals for the better performance of the organization 

and betterment of subordinates (Bass,1996 ).Transactional leadership has unique 

feature such as visionary leading to high performance expectations and individual 

support(Murphy &Drodge, 2004). 

 

In transformational leadership subordinates work to realize the vision into reality. In 

other words, transformational process can be seen through a number of 

characteristics, attributed charisma, idealized influence, inspirational motivation, 

intellectual stimulation, and individualized consideration (Avolio, 2003).It is noted 

that application of transformational leadership style can improve performance 

because transformational leadership style wants to develop knowledge and 

employees potential (Yukl, 2007). Leader with transformational leadership have an 

advantage of providing opportunity and confidence to his subordinates to carry out 

duties in accordance with his mindset to achieve organizational goals (Butler, 1999). 

 

As far as laissez faire goes, it is influenced by maximum freedom whereby 

subordinates are allowed to freely perform their duties so as to achieve required goals 

(Kumar, 2015). They are given freedom in deciding their own policies and methods 

and to make independent decisions. It is mostly characterized by freedom of 

subordinates to perform their duties and make decisions on their own. There is no 

close monitoring of employee performance. 
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1.2 Statement of the Problem: 

The influence of leadership style on performance of employees has been a debatable 

topic among researchers worldwide. Behn (1995), for example, points out that the 

issues of leadership styles on influencing employees performance is one of the 

question which needs to get proper answer in organization management. According 

to Nuhu (2005), it is propagated that performance in different sectors has been 

fluctuating depending on the leading individual. The leader may influence 

subordinates to perform or underperform. However, it is also noted that the 

performance of the organization does not only depend on the leading leader rather 

than employee attitude towards work Maxwell (2003). Also various reports show 

that the performance of employees in many of the organizations in many countries 

including Tanzania has been fluctuating depending on the type of organization leader 

in place(TANESCO PERFORMANCE REPORT , 2014), while others reports point 

out that organization performance is not influenced by leadership style practiced in 

certain organization (TIRA PERFORMANCE REPORT , 2015). Babatunde (2012) 

propounds that transformational leadership style influences workers performance 

more than other types of leadership styles. Other reports show that transactional 

leadership style influences workers performance more than any other leadership style 

(Patern, 1995). 

 

Furthermore, it is propounded that transformational leadership style generates higher 

performance than transactional leadership style (Avolio, 1993) and other researchers 

such as Bass &Avolio (1994); Kotter (1988) and Meyer & Botha (2000) have 

identified that transactional leadership is the most suitable leadership style for 

leading modern organizations. Further evidence has been gathered from various 

originations including industries, public sectors, nonpublic sectors, retail and 

manufacturing sectors worldwide which involve the armed forces of the United 

States of America, China, India, Canada, Africa and Germany that  transactional 

leaders have more effects on their subordinates in comparison with transformational 

leaders (Brand, Heyl& Maritz, 2000). Additionally, in the Canadian financial 

industry it was found that transformational leadership was more strongly correlated 

with many employee satisfaction and employee performance than transactional 
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leadership (Meyer & Botha, 2000).On the other hand, it has also been argued that 

Laissez Faire leadership style since sets employees to decide on their own, it 

motivates them to perform better than any other leadership style hence influences 

them to perform better than any other leadership style (Crome, 1994). It is contrary 

denoted that Laissez Faire leadership style is one of the worst leadership styles in 

influencing employee performance as leaders let things go without monitoring 

performance of employees hence leading to less performance (Yukl, 2007).The two 

researchers have no common agreement on the influence of laissez Faire leadership 

style where in one perspective it is seen that it can influence employee performance 

while on the other perspective it cannot influence employee performance. 

 

Maxwell (2015) noted that transactional leadership is the one which highly motivates 

employees than transformational leadership. It is also expressed that transactional 

leadership style is able to move subordinates beyond their normal level of 

performance to higher level of performance than any other leadership style (Bass, 

1985). However, a positive relationship between transformational leadership and 

employee performance has been found in both practical perspectives (Howell & 

Frost, 1989). Bass (1985) studied on leadership styles and its impact on employee's 

performance in health sector of Pakistan and concluded that transformational 

leadership styles have negative effect on employee performance than transactional 

leadership. Pradeep and Prabhu (2011) identified that employee performance is 

positively influenced by both transformational leadership behaviors and transactional 

contingent reward leadership behaviors. These three researchers bring the hot debate 

on the influence of leadership style as they don’t have the common agreement. 

 

With these conflicting views and experiences on the effects on different leadership 

styles, it was confusing on which research results should be used by decision makers 

in leading employees as some have argued that transactional and transformational 

leadership styles are more effective than any other leadership styles but some have 

argued that autocratic and laissez fare leadership styles are more effective in 

influencing employees’ performance than any other leadership style. 
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1.3Research Questions 

1.3.1. Main Research Question 

What has been the effect of different leadership styles on the performance of 

employees in Tanzania?  

 

1.3.2. Specific Research Question 

i. What has been the effect of transactional, autocratic, laissez-fare and 

transformational leadership styles on employee performance in terms of 

executing defined duties, meeting deadline, team input, achieving 

departmental goals, punctuality and quality of work? 

ii. What has been the relationship among transactional, transformational, 

autocratic and laissez fare leadership styles on employee performance with 

regards to accomplishing defined duties? 

 

1.4.1. General Research Objective 

The general objective of this study was to analyze the influence of leadership styles 

on employees’ performance in Tanzania in case of University of Dar es Salaam 

Computing Centre. 

1.4.2. Specific Research Objective 

This study specifically attempted; 

i. To examine the effect of leadership styles between transactional, 

transformational, autocratic and laissez faire leadership styles with respect to 

employee performance in terms of executing defined duties, meeting 

deadline, team input, achieving departmental goals, punctuality and quality 

of work. 

ii. To examine relationship between transactional, transformational, autocratic 

and laissez faire leadership styles as regards to employee performance in 

Tanzania. 
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1.5. Conceptual framework and variables 

The conceptual framework for this study assumed performance indicators which 

consisted of executing defined duties, meeting deadlines, team input and achieving 

departmental goals referred as dependent variable, are determined by the following 

independent variables which include transformational leadership, transactional 

leadership, laissez-faire leadership and autocratic leadership. Figure 1 shows how 

independent variables influence on dependent variables. 

Figure 1:  Conceptual frame work of leadership styles on employees’ 

performance 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Leadership styles: 

 Transformation

al 

 Transactional 

 Laissez-faire 

 Autocratic 

Performance: 

 Executing defined 

duties 

 Meeting deadlines 

 Team work 

 Achieving 

departmental goals 

 Quality of work. 

 Punctuality 

Extraneous variables that must remain constant 

 Availability of funding 

 Appropriate education 

 

Independent variables 
Dependent Variables 

Source:  Cole (1997) with minor changes  
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Table 1: 1: Variables and their measurements  

Variables Indicators and Measurement Source of data 

1.Dependent variables 

(Performance) 
Performance indicators and Measures Source of 

performance data 

i. Executing defined 

duties. 

(A) Features 

1. Work plan prepared. 

2. Submit report on performed duties in time. 

3. Consult effectively on assigned duties. 

 (B)Measurement: 

Likert scale with category 1 to 5 

 

Targeted group of 

employees. 

ii. Meeting deadline (A) Features 

1. Prepared action plan schedule. 

2. Diligently executed duties as per schedule. 

 (B)Measurement: 

Likert scale with category 1 to 5 

 

Targeted group of 

employees. 

iii. Team work (A) Features 

1. Collaborating with others to carrying out 

departmental assignments. 

2. Supporting team members. 

(B)Measurement: 

Likert scale with category 1 to 5 

 

Targeted group of 

employees. 

iv. Quality of work 

(A) Features 

1. Meeting standards. 

2. Meeting deadline. 

3. Error rate. 

 (B)Measurement: 

Likert scale with category 1 to 5 

 

Targeted group of 

employees. 

v. Punctuality 

(A) Features 

1. Time for signing in/out defined. 

2. Time for signing in/out followed. 

3. Work performed in time as requested. 

 (B)Measurement: 

Interval scale 

 

 

Targeted group of 

employees. 

2. Extraneous variables 

(These remain constant) Features and measures of extraneous variables 

Source of data of 

extraneous 

variables 
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i. Availability of funding 

(A) Features 

1. Fund is available for activities to be carried by 

the department (Required as percentage of what 

was made available, over the years and in Tzs.) 

 (B)Measurement: 

Nominal scale with two options Yes or No. 

Targeted group of 

employees and 

officers who are 

supposed to 

provide funds. 

ii. Appropriate 

education (A) Features 

1. Ability to carry out effectively assigned duties. 

2. Ability to effectively reason and act 

accordingly. 

3. Ability to work with standard set. 

4. Submitted required education certificates. 

 (B)Measurement: 

Nominal scale with two options Yes or No. 

 

Targeted group of 

employees. 

3.Independent variables 

(Types of leadership 

styles) 
Features and measures of  independent 

variables 

Source of data of 

independent 

variables 

 

i. Transformational 

leadership 
(A)Features: 

1. Idealized influence. 

2. Inspirational motivation. 

3.  Entertaining new ideas. 

4. Leading with vision. 

(B) Measurement: 

Likert scale with category 1 to 5 

 

Targeted group of 

employees. 
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ii. Transactional 

leadership (A) Features 

1. Contingent rewards. 

2. Resistant to change. 

3. Discourage independent thinking. 

4.Passive (Relies on evaluation of performance 

and rewarding) 

5. Emphasises on corporate structure and culture. 

(B)Measurement: 

Likert scale with category 1 to 5 

 

Targeted group of 

employees. 

iii. Laissez-faire 

leadership 

 

 

(A) Features 

1. No necessary decisions are made. 

2. Not caring about others issues. 

3. Leadership responsibilities are ignored. 

4. Authority unused. 

5. Actions are delayed. 

(B)Measurement: 

Likert scale with category 1 to 5 

 

Targeted group of 

employees. 

iv. Autocratic  leadership 

(A) Features 

1. Leader has absolute power over his/her 

subordinate. 

2. Subordinates have little power for making 

suggestions. 

3. Distrusts his/her subordinates. 

4. Group members are rarely trusted with 

decisions or important tasks. 

(B)Measurement: 

Likert scale with category 1 to 5 

Targeted group of 

employees. 
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1.6 Significance of the Study 

This study was most important as a partial/fulfillment of the requirements for award 

of the degree of Master of Business administration in Corporate Management (MBA-

CM) of Mzumbe University. Moreover, the results of the study will help to inform 

the decision makers and policy makers to be aware of the influence of leadership on 

the performance of employees in private and public sector. Furthermore findings 

from this study will be used by private and public companies, central government, 

government agencies and government authority decision makers in setting the 

appropriate management policies in their working areas. The findings will also 

provide up-to date information for academicians and organization decision makers to 

the already existing body of knowledge on the influence of leadership styles in the 

performance of employees in public and private sector. It will further explore the 

reasons for poor performance in various organizations and recommend the proper 

measures to be taken in order to improve the performance of employees subsequently 

foster the organizations to meet their objectives. Generally, these findings will foster 

the country public and private sectors development which is the main engine for 

economic development of any country. This study will contribute to the country 

economic development from poor country to middle developed country. This is 

because the country development depends on private and public sectors performance 

for economic development. After exploring the influence of employees on the 

performance of the organization it is expected that public and private organization 

sectors will apply appropriate leadership style in their organizations. It is anticipated 

that the application of appropriate leadership style will help organizations highly 

compete in the business market consequently reach expected targets. 

 

 

 

 

 



 
 

11 
 

1.7 Scope of Study: 

This study based on University of Dar Es Salaam Computing Centre’s Head Quarter, 

four branches based in Mbeya, Arusha, Mwanza, Dodoma and Dar es Salaam. 

Respondents were head of Departments, Branch Managers, Team Leaders, Departmental 

staff and Temporary staff. This study focused on exploring the influence of leadership 

styles namely transformational, transactional, and autocratic and laissez-fare leadership 

styles influence the execution of defined duties, meeting deadlines and achieving 

organizational goals. University of Dar es Salaam Computing Centre was case study 

since it has different departments, branches with different leadership styles and different 

performance. The performance of the organization has been varying from time to time 

since its establishment in 1981. Considering this organization as case study it’s my 

expectation that we have learnt whether leadership style has something to do with 

employee performance in an organization. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Theoretical literature review 

2.1.1 Leadership demarcations 

Leadership has been well researched over the years by many researchers, but there is 

still lack of a definition that is universally accepted. The following are a few 

examples of such definition. Leadership is wide spread process, which calls for 

authority, responsibility and delegation of power (Talat, 2015). Leaders help to 

direct, guide and help their followers (employees) towards achieving their personal 

and organizational goals and objectives for the organizational and personal benefits. 

Thus, leadership styles cover all aspects of dealing within and outside of an 

organization, handling or dealing with conflicts, cancelling, motivating, helping and 

guiding employees to achieve and accomplish their tasks and working as the role 

model. Leadership is a process of interaction between leaders and followers where 

the leader attempts to influence followers to achieve a common goal (Northouse, 

2010). 

In another perspective, leadership is defined as a process by which a person 

influences others to accomplish an objective and directs the organization in a way 

that makes it more cohesive and coherent (Kumar, 2014). These objectives are 

accomplished through the application of leadership attributes, such as beliefs, values, 

ethics, character, knowledge, and skills. It is further noted that leadership is the 

integrated sharing of vision, mission, core values, and resources in order to 

accomplish the desired goals (Wammy, 2007). It is also perceived that leadership is 

the ability to build up confidence among people and to create an urge in them to be 

led. Leadership is a social influence process in which the leader seeks the voluntary 

participation of subordinates in an effort to reach organization goals and therefore a 

leader is a person who delegates or influences others to carry out specified objectives 

(Swammy, 2014).Leadership is the process by which an individual influences the 

thoughts, attitudes and behaviors of others by taking responsibility for setting 

direction for the firm, others to see and visualize what lies ahead and figure out how 
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to archive it (Memon,2014). It was also emphasizes in the literature that leadership is 

the ability to influence people to willingly follow one’s guidance or adhere to one’s 

decisions (Leslie, 2013). It was also believed that leadership is the ability to convince 

and mobilize others to work together as a team in order to achieve a certain goal 

(Sundi, 2013).In another context leadership is defined as the influencing process of 

leaders and followers to achieve organizational objectives through change according 

to (Achua,2009).  Leadership is the process of motivating, influencing and directing 

others in the organization to work productively in the pursuit of organization goals 

(Hill, 2008). It is also believed that leadership is the ability to persuade others 

willingly to behave differently for achieving the task set for them with the help of the 

group (Armstrong, 2003). Leadership is about listening to people, supporting and 

encouraging them and involving them in the decision-making and problem-solving 

process (Crom, 1994).  

2.1.2 Leadership theories 

Globally, leadership has become the most widely studied aspect of organizational 

behavior and a number of theories have emerged focusing on the strategies, traits, 

styles and the situational approach to leadership. Due to ever-growing interest in the 

field of leadership, researchers, behavioral scientists and sociologists began to 

analyze the possible consequences of leadership behaviors and the variables that are 

used to predict the leader’s behaviors. Here below are some of the theories related to 

leadership. 

2.1.2.1 Traits theory and leadership styles 

Many of the leadership researchers in 1920’s to 1940’s were focused on 

differentiating leaders and non leaders. Trait theory was developed which based on 

the content theory that leaders are born with certain distinguished personality traits 

which include social, personal and physical characteristics. Researchers discussed on 

the physical traits which involved leaders being energetic, tall, young to middle 

edged, handsome and beautiful. Social background traits were also discussed as the 

distinguishing characteristic of leaders which included being educated at the 

prominent schools and colleges and being socially prominent. Personality traits 
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included emotionally stable, adaptable and self confident. Social characteristics traits 

included the following, being charming, popular, influential, cooperative and 

charismatic. Task oriented characteristics include having positive initiatives, Being 

team worker, driven to excel and accepting of responsibilities. Many numbers of 

studies argue that traits do matter in prediction of leadership effectiveness (Judge, 

2002, Owen, 2013,Zaccoro, 2004). 

 

It was also discovered that some of the traits features contributed much to successful 

leaders and some of successful leaders had some unique features deferent from 

others. Roderic (2009) is one of the researchers who researched on military 

leadership. It was noted that there is the relationship between successes of generals in 

the famous battles and investigated from international historical data that taller 

generals over six feet were more successful than any other (Roderic, 2011). Basing 

on these findings he stated that there was the direct relationship between successful 

General battle leaders and height. On the other hand, Stogdill (1998) survey on 

leadership literature and came up with the idea that leadership varies significantly 

with respect to behavior of an individual hence brought the idea of behavior theory. 

2.1.2.2 Behavioral theory 

This theory suggests that good leaders are trained rather than being born (Anderson 

& Bower, 1973). There are the set of programs which impart the skills which are 

believed to impart the good skills to shape the good leader. This theory suggests that 

trained leaders are better than born leaders hence contradicting to trait theory which 

suggests that born leaders are better than trained leaders. People do not work in 

isolation they always observe the conduct of others and observe the occasions on 

which it is rewarded or punished. They can therefore benefit from observed 

consequences and sometimes from their own experiences (Bandura, 1971)  

2.1.2.3 Theory X and theory Y  

Douglas (2013) pointed out that in theory X employees are mainly motivated by 

receiving monetary gifts like money and other fringe benefits (Douglas, 2013). It was 

further pointed that many of human beings prefer to be directed and avoid 

responsibilities but prefer to have security. Due to this unsatisfactory attitude most 
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employees’ characteristics should be controlled and directed through punishments in 

order to sensitize them to have the habit of achieving organizational objectives. 

Generally, theory X is much associated with management styles but not leadership 

styles known as scientific management (Ford, 2010) 

It was also pointed in theory Y that managers believe that employees are cooperative, 

self-motivated, hardworking and good attitude towards accomplishments of various 

organizational assignments (Douglas, 2013). Workers have positive contributions 

towards achieving organizational goals and targets. In this theory it is believed that 

external controls and threat of punishments are not the good means of controlling 

employees’ characteristics. Employees always learn under proper conditions, under 

the condition of modern industrial life and the intellectual potentialities of the 

average human being are partially utilized. The main purpose of theory Y is to 

encourage integration, create situation in which an employee can achieve 

organizational goals. It deliberately attempts to link improvement in managerial 

competence with the satisfaction of higher level ego, self esteem and self 

actualization needs. Theory Y leads to creation of an environment which will 

encourage commitment to achieve organizational goals. Theory Y is mostly 

associated with humanistic relations approach (Mayo, 2009).  

2.1.2.4 Contingency theory 

Contingency is the one through which the leader competence is determined by the 

interaction between the leader’s personal characteristics and aspects of the situation. 

Contingency theories are based on the assumption that leadership style depends on 

the prevailing organization situation (Cheng and Chan, 2002). It was pointed in 

contingency theory that there no best way for leaders to lead but it depend on the 

situation (Fiedler, 2009). The particular situation will determine the type of 

leadership style that can lead to the positive expected results. One leadership style 

may fit to particular situation but may not result to desired results in the other 

particular situation. It was further pointed out that success of leader and employees 

depends upon a good number of factors, including the leader’s preferred leading 

style, the capabilities and behaviors of the subordinates and situational characteristics 

(Cheng,2002). Effective leadership requires adapting one’s style of leadership to 
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situational factors, and control is conditional on three factors namely, the relationship 

between the leader and subordinates, the degree of the task structure and the leaders’ 

authority and power. 

2.1.2.5 Transformational and transactional theory 

 These theories focus on the roles played by supervisors, roles played by organization 

and group performance and they categorized leadership on a system of rewards and 

punishments for meeting particular objectives. In Transactional theory, rewarding or 

punishing the subordinate depends on the performance of the employee. 

Transactional theory based on contingent rewards, use of punishments, action 

focused; make promise for outcomes (Bass, 1985).Transactional leaders attempt to 

meet the current needs of their subordinates through bargaining and exchanging. 

Both leaders and followers focus on achieving the negotiated performance level. 

Transformational theories focus upon the connections formed between leaders and 

followers. Transformational leadership is the leader’s ability to motivate followers to 

rise above their own personal goals for the greater good of the organization (Drodge, 

2004). 

2.1.2.6 Great man theories 

In this theory it is assume that the capacity for leadership is inherent – that great 

leaders are born not made (Maxwell, 2009). These theories tend to describe great 

leaders as heroic, mythic, and designed to rise to leadership when needed. The term 

“Great Man” was used because, at the time, leadership was thought of primarily as a 

male quality, especially in terms of military leadership (Babatunde, 1999). 

2.1.2.7 Situational Theories  

Situational theories propose that leaders choose the best course of action based upon 

certain situation (Botha, 2000). Different styles of leadership may be more 

appropriate for certain types of decision-making. In this theory instead of using just 

one style, successful leaders should use the type of leadership basing on the maturity 

of the people and details of job description (Kotter, 1988). 
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2.1.2.8 Participative Theories 

Participative leadership theories suggest that the ideal leadership style is one that 

takes the input of others into account (Prabhu, 2011). These leaders encourage 

participation and contributions from group members and help group members feel 

more relevant and committed to the decision-making process. In participative 

theories, however, the leader retains the right to allow the input of others (Bass, 

1985). 

2.1.3 Employee performance 

Organizations are in need of achieving the planned goals in order to survive in 

business (Armstrong, 2003). Performance is a multidimensional construct and an 

extremely vital criterion that determines organizational successes or failures. Many 

researchers have attempted to define performance. It was further noted that 

performance is the attained outcome of actions with skills of employees (Prasetya, 

2011). It was also noted that performance of an employee is his/her resultant 

behavior on a task which can be observed and evaluated (Pattanayak, 2005).It is 

further explained that employee performance is the contribution made by an 

individual in the accomplishment of organizational goals. Here employee 

performance is simply the result of patterns of action carried out to satisfy an 

objective according to some standards. This means employee performance is a 

behavior which consists of directly observable actions of an employee, and also 

mental actions or products such as answers or decisions, which result in 

organizational outcomes in the form of attainment of goals. Performance is 

considered as an important activity that provides both the goals and methods to 

achieve the organizational goals and also provide the achievement level in term of 

out-put (Ibrahim, 2004). 

Performance can be discussed in various aspects. It can be discussed in relation to 

various leadership styles. Performance in organizations supervised by autocratic 

leaders and those supervised by transactional leaders will vary as it will be discussed 

in the coming subtopic. 
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2.1.3.1 Transactional leadership and employee performance 

Transactional leadership incorporates some of trait and behavior theories. Avolio 

(2003) suggested that characteristics of transactional leadership consist of two 

aspects, namely contingent reward and exception management. Transactional 

leadership is the one where bye the leaders and the subordinates agree on the targets 

to be met and the measurement metrics performance. There are mutual agreement on 

rewards and punishments if one successfully meets organizational goals or fails to 

meet organizational goals. It is pointed out that transactional leadership style is one 

leadership style that emphasizes on transaction between leaders and subordinates 

(Yulk, 2007). Transactional leadership motivates and influencing subordinates by 

exchanging reward with a particular performance. In a transaction the leaders 

promise to give rewards when subordinate are able to complete their duties in 

accordance with agreements. This is to say that subordinates are motivated to work 

so as to reach the organization goals. Transactional leadership styles can affect 

positively or negatively on performance. It depends on employee assessment and 

agreements upon those assessments. Positive effect can occur when employees assess 

transactional leadership positively and a negative effect can occur if employees 

consider that transactional leadership styles cannot be trusted because they do not 

keep their promises, dishonest or not transparent. Mutual trust between employees 

and leaders on transactional leadership is very important so as to reach the desired 

positive results. Most of the organizations set key performance indicators (KPI) 

which help to lead consensus when evaluating employee performance hence 

avoiding biasness when evaluating employee performance hence create transparence 

in the whole business. It was also noted from Posner (1995), Burns (1978) and 

Avolio (1999) that transactional leadership does not encourage creativity among 

employees, it does not enhance accountability among employees hence it cannot 

improve performance of an organization. 
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2.1.3.2 Transformational leadership and employee performance 

This seeks to transform of visionary leadership. It becomes collective vision where 

subordinates work to realize the vision into reality. In other words, transformational 

process can be seen through a number of transformational leadership behaviors as: 

attributed charisma, idealized influence, inspirational motivation, intellectual 

stimulation, and individualized consideration (Bass, 2003).Transformational 

leadership style can improve performance because transformational leadership style 

wants to develop knowledge and employees potential (Yukl,2007).The  Leader with 

transformational leadership provides opportunity and confidence to his subordinates 

to carry out duties in accordance with his mindset to achieve organizational goals. It 

is pointed that a transformational leader encourages subordinates to have vision, 

mission and organization goals, encouraging and motivating to show maximum 

performance, stimulates subordinates to act critically and to solve problems in new 

ways and treat employees individually (Butler,1999).On the other hand, it is noted 

that transformational leadership does not promote organizational learning (Senge, 

1990). Since it does not promote organizational learning organizations experiencing 

transactional leadership style cannot promote good performance to organization 

(Bryant, 2003)  

2.1.3.3 Laissez faire leadership and employee performance 

The leader's ability to lead is depending upon various situational factors, including 

the leader's preferred style of leadership. Contingency theories support a great deal of 

empirical freedom to leadership, (laissez-faire style) (North house, 2001). Many 

researchers have tested it and have found it to be valid and reliable to explaining how 

effective leadership can be achieved. It stresses the importance of focusing on inter 

personal relationships between the leader's style and the demands of various 

situations and employees. Under this type of leadership maximum freedom is 

allowed to subordinates to perform their duties so as to reach the required goals 

(Kumar ,2015). Employees are given freehand in deciding their own policies and 

methods and to make independent decisions. Leaders carry the belief that the most 

effective leadership style depends on the ability to allow some degree of freedom to 

employees in administering any leadership style. This study aimed to investigate 



 
 

20 
 

further how laissez-faire may contribute to employee performance. On the other 

hand, much has been written in regard to the relation of positive self and effective 

management. Kerns (2004) discussed the relationship of values to organizational 

leadership and his study was hugely in support of the laissez-faire style in bridging 

the gap between the employer and employee where his concern was solely on the 

fact that laissez-faire would create a positive environment through which employees 

and employers felt like a family regardless of their positions. Armstrong 

(1999),found that organizations led by laissez fare leaders their employees tend not 

to feel responsibility, misuse of rules and no initiatives to perform better. Hence he 

concluded that laissez fare leadership style influences employees to poorly perform. 

2.1.3.4 Autocratic leadership and employee performance 

Autocratic leaders are leaders who believe on always being right in their decisions. 

They can damage organization goals, strategies and future since they force their 

followers to execute strategies and orders they think success can come from. 

Autocratic leadership lacks shared vision, motivation, creativity, teamwork, 

commitment and innovation. Autocratic leaders are described as leaders building 

total organization failure (Michael,2010).Nevertheless, it is noted that autocratic 

leadership may be very inevitable and helpful where quick decision needs to be done 

without consulting large group of people (Hampton, 1973). 

2.2 Empirical literature review 

A large body of empirical literature evidence has shown that leadership behaviors 

influence employee performance in that strong leaders influence subordinates to 

perform and weak leaders influence subordinates to underperform. The great part of 

the literature shows that transformational leadership generates higher performance 

than transactional leadership (Burns, 1978); (Bass, 1990) (Howell, 1993). Other 

researchers in United States of America such as Avolio (1994); Kotter (1988) and 

Botha (2000) have identified that in organizational behavior, transformational 

leadership is the most suitable leadership style for leading modern organizations. The 

today world business environment requires this type of innovative kind of leadership 

style; a style that empowers employees, motivates employees, realizes their 
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contribution and raises employee performance as an effort to improve organizational 

performance and continue existence in the business (Kotter, 1988).Nevertheless, 

evidence was gathered from various origin including, industries, public sectors, non 

public sectors, retail and manufacturing sectors, as well in the armed forces of the 

United States of America, China, India, Canada and Germany that  transformational 

leaders have higher effects on their subordinates in comparison to transactional 

leaders (Brand, Heyl& Maritz, 2000). 

Transformational leadership inspires followers with attractive vision, team working, 

self motivation, result oriented, expresses optimism and high expectations for 

excellence and performance on the part of followers. It is also expressed that 

transactional leadership style is able to move subordinates beyond their normal level 

of performance to higher level of performance (Bass, 1985). A positive relationship 

between transformational leadership and employee performance has been found in 

both practical perspectives (Howell & Frost, 1989) and (Bass, 1985). Thus both 

transformational and transactional leadership are expected to have positive direct 

effect on employee performance. According to Raja (2015), research results show 

that there is the effect of leadership styles on employee performance in public sector 

and private sector in India. This study identifies that from 43 middle-level managers 

and 156subordinates, the study results clearly indicate sufficient evidence that 5% 

level of significance, that there is a linear positive relationship between 

transformational leadership and employee performance; there is a significant positive 

relationship between transactional leadership and employee performance. This 

linearly shows that there is the relationship between transactional, laissez faire and 

autocratic leadership styles and employee performance. However it does not show 

the relationship between transactional leadership style, autocratic leadership style, 

Laissez faire leadership style and Transformational leadership style. However, the 

same study found that laissez-faire leadership had a negative relationship with the 

employee performance. It was identified that leaders practicing laissez fare 

leadership styles underperform, their organizations whether public organizations or 

private organizations mostly fail to achieve organizational objectives. 
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 It was noted from various studies and researches that leaders and their leadership 

styles is one of the mostly researched topics in the recently. A number of studies 

have been conducted on the effects of leadership styles on employee performance. 

Some of researchers on the topic include Rassol (2015) who studied leadership styles 

and its impact on employee's performance in health sector of Pakistan and concluded 

that transformational leadership styles have more positive effect on employee 

performance than transactional leadership. Many of the researchers’ results show that 

transformational leadership can perform better in highly organic environment where 

focus is on competitive advantages. Results of their study also went in details 

exploring that the impact of transactional leadership that it was not much stronger as 

compared to transformational leadership on job performance. In India the study done 

by Prabhu (2011) identified that leadership is positively linked with employee 

performance for both transformational leadership behaviors and transactional 

contingent reward leadership behaviors. They identified that employee performance 

is influenced by both transactional and Transformational leadership style but they 

didn’t identify whether there is positive relationship or negative relationship between 

transactional and Transformational leadership styles. The managers, who are 

perceived to demonstrate strong leadership behaviors, and increased employee 

performance if they practice transformational or transactional leadership styles. Their 

study added some additional knowledge for a better understanding of the preferred 

leadership style approach and appropriate style for leading employees so as to 

achieve the required goals. By using their results, leaders, policy makers and decision 

makers of various levels can adjust their behaviors and perception in practical ways 

to enhance subordinates’ job performance, thereby increasing productivity of the 

organization by using employees. They emphasize on the need of leaders to have the 

ability to influence their subordinates, be able to set clear standards of performance 

to their subordinates and act as a best role model to their subordinates and influence 

employees to work in self-motivated, result oriented and team work. The study of 

leadership has covered the lot of disciplines including health sector.  
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In Libya study by Aboshaiqah (2015) who studied on nurses’ perception of 

managers’ leadership styles and their associated outcomes, demonstrated that nurses 

of various levels from low levels, middle management nurses and top management 

nurses perceived that transformational leadership has more influence in performance 

to workers more than transactional and laissez-faire leadership styles, further analysis 

showed that there was positive correlation between outcome factors (effectiveness, 

extra efforts and satisfaction, meeting targets) in  transformational and transactional 

leadership styles and negative correlation with laissez-faire leadership style in 

managing employees. This study clearly has shown that there is positive correlation 

between outcome factors of using transformational leadership style and using 

transactional leadership style and negative correlation in using laissez fare leadership 

style in health sector.  They concluded that a combination of transformational 

leadership styles and behaviors/factors contributed to an increase in extra effort, 

satisfaction and overall employee performance and perceived leader effectiveness 

among nurses. 

 

 Further study on influence of leadership styles on performance of employees in 

Malaysia was conducted on the hotel industry by Ipas (2012). Ipas (2012) researched 

on the influence of leadership styles on the performance of employees to meet the 

desired results in hotel industry; he found that autocratic leadership style is perceived 

as being the most used style by the managers and is the one which positively 

influences employees’ performance. Many of the employees were very much 

satisfied with autocratic leadership which influenced them to work very diligently in 

order to meet the organization needed results.  They also stressed the fact that 

managers must find the good solution in order to help the employees to increase their 

individual performance.  

 

 

 

 

 



 
 

24 
 

Another study was done in energy industry; this study was conducted by Banjo 

(2014) in South Africa. This study was about the influence of leadership styles on the 

performance of employees in order to meet the desired results in their organization. 

This study was conducted on the department of petroleum resources. The results of 

their study were that “transformational leadership style exerts effective results in 

employee’s performance because it motivates employees to go beyond ordinary 

expectations with high morale and reach planned goals very easily. It is recommend 

that Transformational leadership style is effective and appropriate for organizations 

and institutions that wish to compete successfully and mentor subordinates who will 

be managers of tomorrow to keep the flag of hope  flying for the firm hence bring 

long rusting success of the firm and prosperity for the employees. Leadership topic 

has been the area of interest to study and research for different groups of people who 

include academicians, managers, decision makers and practitioners since recent 

decades as determinant factor on employee behavior and performance towards 

achievements of organizational goals.  

In Nigeria Osabiya (2009) researched on the impact of leadership style on employee 

performance in an organization. This study found that the application of both 

Transformational and transactional leadership style in leading organizations 

influences employees’ performance. In Transformational leadership many of the 

employees find their leaders as the role models and leading them visionary in order 

to reach the required organizational goals. In this type of leadership employees are 

self motivated, result oriented and motivated most especially with the performance of 

their leaders which brings trust among the employees and the leaders.  

 

In Japan Maxwell (1996) in his research noted that in transactional leadership many 

of the employees are influenced with the fulfilled agreements between the employees 

and leaders where subordinates are always awarded when the desired results are 

achieved. Many of the employees give trust to their leaders as they fulfill the 

promises and agreements signed together with their subordinates and the 

organizations succeed to compete in the prevailing market situation (Kashagate, 

2013). Babatunde (2009) noted in his research that the application of autocratic 

leadership was in some cases successful depending on the nature of decision; it was 
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successful in some cases when decision was quick and did not require many people 

to meet and reach decision. Although this type of decision was successful, it did not 

influence performance of employees, subsequently leading organizations to fail to 

meet their required goals (Babatunde, 2009). 

 

Nuhu(2005) in Uganda researched on the Effects of leadership styles on employee 

performance in Kampala District Council. The results show that in Kampala District 

council Transformational leadership style empowers employees hence influence their 

performance, Transformational leadership style improves team work, self motivation 

and trust among employees hence easily reach the organizational targets. Autocratic 

leadership style was also used in Kampala Distict Council but did not bring the 

required results hence negatively influenced employee performance subsequently 

leading to less performance. a Laissez-Faire leadership style was also used which in 

return gave positive results to some situations but most of the situations did not give 

the required positive results. He concluded that transactional leadership style is the 

only type of leadership which would bring the required results.  

 

In Kenya Onyango (2015) studied on the effects of leadership style on employee 

performance at Bank of Africa Kenya Limited, he found that Transformational 

leadership style positively predicts employee performance. In Kenya Gimuguni 

(2013) researched on the influence of leadership style on employee performance in 

Uganda local Government authorities, the results show that most of the employees’ 

performance is influenced by transactional leadership style. Most of the employees 

are influenced with transactional leadership for the case when there are the set 

agreements of performance and required performance indicators and the outcome of 

the results when one performs according to the agreements. This type of leadership 

greatly influences employees and builds trust among employees and leaders hence 

leading to successfully meeting organizational goals. 
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 In South Africa Davidson (2001) came to find that Transformational leadership style 

has more effect on employee performance than transactional leadership style. In 

South Africa pharmaceutical Industry Hayward (2002) found that there is significant 

positive linear relationship between transformational leadership and employee 

performance but shown negative linear relationship between transactional leadership. 

In Ethiopia banking industry was studied by Rao (2005) found that transactional 

leadership style has more influence on the performance of employees. He also 

identified that laissez fare leadership style negatively influenced employee 

performance hence did not influence meeting the desired results. The researchers 

from these outcomes recommended that in order for the bank industry to meet their 

desired outputs they need to use transactional leadership style rather than using any 

other leadership style. 

 

In Tanzania Kashagate (2013) who studied on the influence of leadership style on 

teachers’ job satisfaction in Tanzania found that transactional leadership style much 

influences employee’s performance. There was the direct relationship between 

performance of employees and the type of leadership style employed. 

Transformational leadership style was also used but did not bring the required 

results, autocratic leadership style was also used but its results were negative in 

relation to employee performance. It was therefore concluded that transaction 

leadership influences teachers’ job satisfaction in Tanzania. 

2.3 Research gaps 

Books in the library, past researches, different studies, catalogues, databases and 

internet were widely accessed to identify the gap in literature. The literature on the 

influence of leadership style on employee performance shows that there is no 

common agreement on which type of the leadership styles influence employee 

performance and how each influence performance does. In most of the literature 

reviewed there are inconsistencies showing that there is the positive influence on 

employee performance caused by Transformational leadership and positive influence 

of transactional leadership on performance of employees Nuhu (2005),Babatunde 

(2009) and Gumuguni (2014). These researchers all together show that there is the 
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positiveinfluence made by Transformational leadership on the performance of 

employees. Nevertheless, the influence of laissez faire leadership style and autocratic 

leadership style on the performance of employees is not straight forward discussed in 

these research studies. Hence it is not clearly identified the influence of Laissez faire 

and autocratic  leadership style to employee performance except that Nuhu (2005) in 

Uganda is the one who identifies that in some cases autocratic leadership style  gave 

the positive influence on performance of employees. These research results are 

contradicting to research results of Kaiwan (2009) that in his study it was identified 

that there is the negative influence of autocratic leadership towards performance of 

public employees. This shows that the evidence on the influence of leadership style 

on employee performance still has no common agreement among researchers.  

Many literature show different views on influence of leadership styles on the 

performance of employees, Behn (1995), for example, points out that the issues of 

leadership styles on influencing employees performance is one of the question which 

needs to be properly addressed in organization management. According to Nuhu 

(2005), it is propagated that performance in different sectors has been depending on 

the leading individual. However, it is also noted that the performance of the 

organization does not only depend on the leading leader rather than employee 

attitude towards work Maxwell (2003). Babatunde (2012) propounds that 

transformational leadership style influences workers performance more than other 

types of leadership styles. On the other hand, it is also propounded that transactional 

leadership style influences workers performance more than any other leadership style 

Patern (1995).  

 

Further literature show that transformational leadership style generates higher 

performance than transactional leadership style Avolio (1993) and other researchers 

such as Bass &Avolio (1994); Kotter (1988) and Meyer & Botha (2000) in their 

literature have identified that transactional leadership is the most suitable leadership 

style for leading modern organizations. On the other hand, Other literature show that 

Laissez Faire leadership style since sets employees to decide on their own, it 

motivates them to perform better than any other leadership style hence influences 
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them to perform better than any other leadership style (Crom,1994). It is also denoted 

in other literature that Laissez Faire leadership style is one of the worst leadership 

styles in influencing employee performance as leaders let things go without 

monitoring performance of employees hence leading to less performance (Yukl, 

2007).The two literature have no common agreement on the influence of laissez 

Faire leadership style where in one perspective it is seen that it can influence 

employee performance while on the other perspective it cannot influence employee 

performance. 

 

Maxwell (2015) in his literature noted that transactional leadership is the one which 

highly motivates employees than transformational leadership. It is also expressed that 

transactional leadership style is able to move subordinates beyond their normal level 

of performance to higher level of performance than any other leadership style (Bass, 

1985).Kashagate (2013) in his study noted that transactional leadership is the one 

which has shown negative influence on employee performance most especially on 

teachers’ service. These two studies show different results which contradict on each 

other on the influence of transactional leadership on employee performance. 

 

Furthermore, this literature review also shows that not all industries were covered by 

the researchers on the same topic. Education industry was covered by Kashagate 

(2013), the banking industry is represented by Celestine Onyango (2015) and 

Babatunde (2009).The industry of local government was studied by Nuhu (2005) and 

Gimuguni (2014).These studies show that many of the industries are not covered 

with this topic of research which needs to be addressed. It is therefore noted that 

neither all industries nor countries are covered in the literature. This reveals that 

researchers in Tanzania have not researched on the topic and those who have done in 

other countries have not come up with common agreement on the influence of 

leadership styles on employee performance. It is due to these reasons that have 

motivated this study to get evidence from employees in Tanzania on the influence of 

Leadership styles on their performance. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Research Design  

Research design is the arrangement of conditions for collection and analysis of data 

in a manner that aims to combine relevance to the research purpose with economy in 

procedure (Kothari, 2004). The research design adopted was survey research design. 

This survey research design helped the researcher attain systematic data on different 

sample respondents at different times. Simple random sampling of respondents from 

clusters was adopted that ensured employees found at their workplaces to be 

involved in the study. These are the ones who responded to research questions. This 

design enabled to get right respondents since only workers found at work place were 

only the respondents.  

3.2 Area of study and target population 

This study was conducted at University of Dar es Salaam Computing Centre 

branches located in Dar es Salaam, Mbeya,Dodoma,Mwanza and Arusha. Reason 

behind for conducting research in this organization is that University of Dar es 

Salaam Computing Centre has branches distributed across the country hence its 

findings can represent most of Tanzania employees perception on influence of 

leadership styles in Tanzania. This organization was selected purposely due to the 

fact that no such study has been done in Industry of ICT most especially in Tanzania. 

The target population of this study were the casual workers, branch employees, 

Branch Managers, Head of department, team leaders, Deputy Managing director and 

Managing Director of University of Dar es Salaam Computing Centre. The study 

population were 212 employees from Mbeya, Dar es Salaam, Dodoma, Arusha and 

Mwanza. 
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3.3 Sample size 

The sample size in this study was drawn from the total population of University of 

Dar Es Salaam Computing Centre. University of Dar Es Salaam Computing Centre 

has a total population of 212.Generally the sample size in this study was estimated 

from the below equation as explained by Kothari (2004). 

 

Where the following are defined; 

n = Sample size 

N = Total population 

e = Standard error (1-10%) 

1 = constant 

 In this study which was taken in University of Dar Es Salaam Computing Centre the 

following values were used to compute the sample size; N = 212 and e = 10%, giving 

sample size of 66 people. From the above formula Mbeya branch there were 9 

respondents, Arusha branch 12 respondents, Dodoma branch 9 respondents, Mwanza 

branch 15 respondents, City centre Branch 11 respondents, Head office 10  

respondents making the total of 66 respondents. Respondents involved junior staff, 

senior staff and Management staff of which junior staff were selected randomly from 

those who were found at work station during data collection. 

3.4 Sampling techniques  

In quantitative researches, it is believed that if the sample is carefully obtained, it is 

then possible to generalize the results to the whole population as suggested by Amin 

(2005). In this study the researcher used simple random sampling techniques where 

for each cluster, the head of particular unit was contacted informing him/her on this 

study and get appointment of conducting the exercise. Random sampling of 

respondents was done during data collection date where by employees who were 

found during that particular day are the ones who will be in responding to this study. 

Heads of Departments and heads of Units were involved even if they were not found 

on that particular date of data collection. 
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3.5 Data collection methods  

Data were obtained from two sources namely Primary and Secondary sources. The 

methodology in primary data collection included Questionnaires and Interviews. The 

secondary data involved documentation/documentary review. In documentary review 

various annual performance reports, journals, newsletters and websites were visited 

to get various information. 

3.5.1 Primary data collection  

Primary data are those that are collected a fresh and for the first time and thus happen 

to be original in Character (Kothari, 2004). The primary data collection enabled the 

researcher to obtain first hand information. Primary data were obtained from 

respondents at University of Dar Es Salaam Computing Centre head offices and its 

branches located in Mbeya, Mwanza, Arusha and Dodoma. Using the questionnaires 

and interview manuals, the researcher obtained data from the respondents. 

3.5.2 Secondary data collection  

The secondary data are those which have already been collected by some one else 

and might have been passed through statistical analysis (Kothari, 2004). Secondary 

data collection enabled the researcher to get secondary data which was used as the 

source of information for this research. Data was obtained from University of Dar Es 

Salaam Computing Centre head office and its branches and units. Secondary data 

was obtained from heads of various departments, Branch managers and Head of 

units. Dissertations, text books, the internet and other materials (such as journals, 

news papers and circulars) were referred as were found useful to this study.  

 

 

 

 

 

 

 

 

 



 
 

32 
 

3.6 Research instruments  

3.6.1 Questionnaire  

Questionnaires were used because of their ability to reduce any bias and the 

collection of authentic data important for data analysis. The researcher used both 

closed ended and open-ended questionnaires aimed at testing the influence of 

Leadership styles on employee performance in University of Dar es Salaam 

Computing Centre. These questionnaires were distributed to sampled head office 

staff, branch staff, Head of Departments, Branch Managers, Deputy Managing 

Director and Managing Director. The nature of the questions varied from one group 

to another group depending on the nature of employee responsibilities and duties. 

3.6.2 Interview Guide  

Structured questions and open ended statements will be used by the researcher trying 

to interview junior staff, senior staff, Branch managers, Head of units, Head of 

departments and top management leaders. Due to sensitivity of this study responds 

on interview were interviewed independently each employee and they were assured 

absolute confidentiality on their views in order to get impartial results. 

3.7 Data Quality control  

This section was important in assuring the validity and reliability of the instruments 

and thus controlling data generated through questionnaires and interviews.  

3.7.1 Validity of instruments 

Validity is referred as the credibility or believability of the particular study (Joppe, 

2000). Validity refers to the question whether there is evidence to support the 

assertion that the methods are really measuring the abstract concepts that they are 

intended to measure. Another aspect of validity concerns the quality of the 

researcher’s evidence regarding the effect of the independent variable on the 

dependent variable (Polit, 2004). 

 



 
 

33 
 

3.7.1.1 Internal validity of instruments 

Internal validity refers to the extent to which the findings of a study are a true 

reflection of reality, rather than the result of irrelevant variables (Burns, 2005). The 

following efforts were made to reduce the impact of possible irrelevant variables in 

the study and by so doing increase internal validity. The use of random sampling 

techniques, the homogeneity of the selected group of women and  men making up the 

sample and blocking of some of the possible irrelevant variables by including and 

measuring them (such as demographic characteristics of respondents).Picking 

respondents from all branches which are distributed from almost all zones in regions 

found in Tanzania. It was assumed that all zones were covered since zones were 

represented as follows; Mbeya Southern highland zone, Arusha Northern zone, 

Mwanza Eastern Zone, Dodoma Central Zone and Dar es Salaam Western zone. 

3.7.1.2 External validity of instruments 

External validity refers to the extent to which the results of a study can be 

generalized to other settings or groups (Kothari 2004). A study was externally valid 

to the extent that the sample was representative of the broader population, and the 

study setting and experimental arrangements were representative of other 

environments. In this study, efforts to enhance external validity included the random 

selection of a large sample, which made it more representatives, and the comparison 

of the findings with other studies found in the literature. 

3.7.2 Reliability 

This is defined as the extent with which findings repeat (Joppe, 2000).Reliability 

refers to the accuracy and consistency of information obtained in a study ( Beck, 

2004). In surveys, reliability problems commonly resulted when the respondents did 

not understand the question, are asked about something they did not clearly 

remember, or asked about something they didn’t clearly know effectively (Kothari, 

2004). It was planned that this research used well structured questionnaire and face 

to face interview in order to avoid reliability problems. 
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3.8 Ethical Consideration 

The study considered that there was voluntary participation of respondents without 

force; we sought permission from the respondents and the respondents were 

sufficiently given information on the aim of the research by the researcher before 

being interviewed. Lastly there was privacy to questionnaires so as to keep 

confidentiality of the information given by respondents. 

3.9 Data Analysis  

Descriptive method of analysis of data was engaged in this study. The researcher in 

this study was use SPSS (statistical package for social scientists), however personal 

coding and categorizing data was done manually. According to Amin (2005) 

Descriptive statistics provides us with the techniques of numerically and graphically 

presenting information that gives an overall picture of the data collected. The 

researcher used Pearson’s correlation co-efficient calculation after that categorical 

data turned to numerical representation that required numerical methods. From 

descriptive statistics, frequency tables, graphs, and correlation tables were used to 

present the results. Inferential statistics were obtained and data presented in 

descriptive statistics of each objective where percentages were used to represent data 

collected.  
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CHAPTER FOUR 

RESEARCH FINDINGS, ANALYSIS, AND DISCUSSIONS 

4.1 Introduction 

The main research question of the study was: Of the different leadership styles 

available, which one is more effective in influencing performance of employees?  

Specific research questions were: What have been the effect of transactional, 

autocratic, laissez-fare and transformational leadership styles on employee 

performance in terms of executing defined duties, meeting deadline, team input, 

achieving departmental goals, punctuality and quality of work? 

What have been the differences among transactional, transformational, autocratic and 

laissez fare leadership styles on employee performance with regards to 

accomplishing defined duties and meeting deadline? 

This chapter presents the study findings such that it is organized as follows: firstly, it 

provides the study’s sample and its characteristics and secondly, the findings on 

specific research questions are presented.  

4.2 The sample size and its characteristics 

This section presents a description of the sample size and characteristics of 

respondents involved in the collection of data for assessing the influence of 

leadership styles on the performance of employees in 6 selected 

Departments/Branches of University of Dar es Salaam Computing Centre. A total of 

66 respondents were involved in responding to the questionnaires. Twenty two 

(22.7%) percent of respondents were from Mwanza  branch, Eighteen percent of 

respondents were from Arusha (18.2%),Sixteen percent (16.7%) from City Centre 

branch in Dar es Salaam, Fifteen percent (15.2%) from Head office Dar es Salaam, 

Thirteen percent (13.6) of respondents from Mbeya branch and thirteen percent 

(13.6) from Dodoma Branch. Fifty six percent (56.1%) of the respondents were male 

and forty three (43.9%) of respondents were females. Forty seven percent (47%) of 

the respondents were degree holders, twenty two percent (22.7%) were graduates, 

eighteen percent (18.2%) of respondents were diploma holders, six percent (6%) 

were certificate holders and other education were six percent (6%). Twenty eight 
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percent (28.8%) were between 31-35 years old, twenty five percent of respondents 

(25.8%) were 36-40 years, twenty two (22.7%) of respondents were between 26-30 

years, thirteen (13.6%) of respondents were above 40 years and nine percent (9.1%) 

were between 20-25 years (Table 4.1). 

Table 4.1: Summary of the characteristics of the respondents (N=66) 

 

  Frequency 

 

Percent Valid Percent Cumul

ative 

Percent 

Department Head Quarter 10 15.2 15.2 15.2 

  Arusha 12 18.2 18.2 33.3 

  City centre 

Branch 

11 16.7 16.7 50.0 

  Dodoma 

branch 

9 13.6 13.6 63.6 

  Mbeya 

Branch 

9 13.6 13.6 77.3 

  Mwanza 

Branch 

15 22.7 22.7 100.0 

  Total 66 100.0 100.0  

Gender Male 37 56.1 56.1 56.1 

  Female 29 43.9 43.9 100.0 

  Total 66 100.0 100.0  

Education Certificate 4 6.1 6.1 6.1 

  Diploma 12 18.2 18.2 24.2 

  Degree 31 47.0 47.0 71.2 

  Postgraduate 15 22.7 22.7 93.9 

  Others 4 6.1 6.1 100.0 

  Total 66 100.0 100.0   

Age 20-25 6 9.1 9.1 9.1 

  26-30 15 22.7 22.7 31.8 

  31-35 19 28.8 28.8 60.6 

  36-40 17 25.8 25.8 86.4 

  above 9 13.6 13.6 100.0 

  Total 66 100.0 100.0   

 

                                               Source: Field data (2017) 
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4.3 Findings 

 4.3.1 Leadership styles practiced in Departments/branches 

The general research objective was identification of the leadership style which 

influences employee performance from available leadership styles which include 

transactional leadership style, autocratic leadership style, laissez faire, transactional 

and transformational leadership style. This subtopic will discuss general and specific 

research objective findings as explained below; 

i. Leadership style practiced in Arusha 

From figure 4.3.1.1 the total of fifteen employees (15) from Arusha branch 

responded on this study. Fifty eight percent (58%) of employees responded on 

transformational leadership style to be predominant, seventeen percent (17%) 

employees responded on autocratic  and laissez fair leadership styles to be practiced 

and eight percent (8%) responded on autocratic leadership style to be practiced. 

According to features of transformational leadership style visional leadership, 

entertaining new ideas, inspirational motivation and idealized influence are key 

characteristics of transformational leadership which was practiced in Arusha. 

 

Figure 4.3.1.1 Arusha branch practiced leadership styles analysis 
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                                               Source: Field data (2017) 
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ii. Leadership style practiced in City Centre branch 

Figure 4.3.1.2 identifies responses of City Centre branch which is City Centre of 

Dar es Salaam. The total of eleven respondents responded on this research 

question. The total of five staff (Majority of staff) responded on branch to 

practice transformational leadership style. Three of staff responded on autocratic 

leadership style, two staff on laissez fair leadership style and one on 

transactional leadership style. According to observations and documentary 

review made it was also identified that transformational leadership style was 

practiced where by leading with vision, inspirational motivation and entertaining 

new ideas were identified in the branch. 

            Figure 4.3.1.2 Leadership style practiced in City Centre Branch (N=11)  
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iii. Leadership styles practiced in Head quarter 

Ten respondents responded on the research question on the type of leadership style 

practiced at Head quarter. This involved the junior staff and top Management on the 

same question. From table 4.3.1.3 it identifies that Laissez fair leadership style was 

supported by seven respondents (70%) and autocratic leadership style supported by 

one respondent (10%),transformational leadership style one respondent (10%) and 

transactional leadership style one respondent (10%).From documentary review, 

observation and interviews it was also identified that laissez fair leadership style was 

practiced where the following features of laissez fair leadership style were identified; 

Necessary decisions are not made, leadership responsibilities are ignored and 

necessary actions are delayed. It was identified that many of the request from 

branches were not attended in time and leaders had not taken actions. 

  

            Figure 4.3.1.3 Leadership styles practiced in UCC Head quarter 
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iv. Leadership style practiced in Dodoma 

Research study findings which were through questionnaires, interview and 

observations as per diagram 4.3.4 show fifty six percent  (56%) of Dodoma 

respondents had shown that autocratic leadership style was practiced in Dodoma 

branch, twenty two percent (22%) of respondents agreed on laissez fair leadership 

style to be practiced and eleven percent (11%) agreed on transactional leadership 

style to be practiced and eleven percent (11%) of respondents agreed on 

transformational leadership style to be practiced. In accordance to observations, it 

was also observed that employees were really trusted in important tasks, employees 

have little power of making decisions and leaders had absolute power over 

employees which are characteristics of autocratic leadership style. According to 

observations and responses of majority of the employees response it was therefore 

without doubt that autocratic leadership style was practiced in Dodoma Branch. 

 

Figure 4.3.1.4.Leadership styles practiced in Dodoma branch 
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                                               Source: Field data (2017) 
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v. Leadership style practiced in Mbeya 

Figure 4.3.1.5 shows responses on leadership styles practiced findings in Mbeya 

branch. The total of nine employees responded on the research question. The total of 

six employees (67%) of employees agreed on transformational leadership style to be 

practiced in Mbeya branch. Transactional leadership style was responded by one 

staff, autocratic leadership style was responded on by one employee and autocratic 

leadership style was responded on by one staff. Based on observations and interview 

questions it was also observed that employees were led with vision, new ideas were 

entertained and inspirational motivational was given to staff of which are the key 

features of transformational leadership style. With regards to these findings it was of 

no doubt that transformational leadership style is practiced in Mbeya branch 

 

Figure 4.3.1.5 Leadership styles practiced in Mbeya branch 
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vii) Leadership style practiced in Mwanza 

Table 4.3.1.6 shows analysis of leadership styles practiced in Mwanza branch. As far 

as analysis goes shows that out of fifteen employees (15), eight of employees (53%) 

agreed that transactional leadership style was practiced in Mwanza branch. Four 

employees agreed on transformational leadership style to be practiced in Mwanza 

branch, two employees agreed on autocratic being practiced and one employee 

identified that transactional leadership style was practiced in Mwanza branch. It was 

also observed that employees are given contingent rewards and leaders rely on 

performance evaluation and rewards which are the main characteristics of 

transactional leadership style. From observations and analysis as per figure 4.3.6 it 

was therefore noted that Mwanza branch practiced transactional leadership style. 

 

Figure 4.3.1.6 leadership styles practiced in Mwanza branch 

0

1

2

3

4

5

6

7

8

Autocratic 
leadership 

style

Lassez fair 
leadership 

style

Transformat
ional 

leadership 
style

Transaction
al 

leadership 
style

Mwanza 2 1 4 8

Mwanza branch

Mwanza

 



 
 

43 
 

 

      

                                          Source: Field data (2017) 

4.3.2 Influence of leadership styles on employees performance 

Leadership styles were expected to influence employee performance in deferent 

aspects. Leadership styles were expected to influence employees either positively or 

negatively on executing defined duties, on meeting deadline, achieving departmental 

goals and punctuality on attending duties. It was discussed before that in this study 

different leadership styles existed in university of Dar es Salaam Computing Centre. 

Here below were effects of each leadership style on employees’ performance. 

 

i. Effects of transactional leadership style on employee performance with 

regards to executing defined duties. 

From theory it was noted by Douglas (2013) in theory X that employees need to be 

given monetary gifts in order to perform their duties very effectively. It was also 

noted in theory Y that employee performance need not to be given external control 

for one to perform better (Douglas, 2013).In this study  Table 4.3.2.1 identified 

effects of transactional leadership style on employee performance in terms of 

executing defined duties. Findings showed that 64% of respondent agreed on 

transactional leadership style on being practiced hence influenced them to diligently 

perform defined duties and 36% received contingent rewards and didn’t diligently 

perform defined duties as per schedule. Furthermore, it was also observed that 

employees executed more of the duties when they were promised of being given 

money and duties which were assigned to them without promise of contingent 

rewards could not be executed in time. This showed that transactional leadership 

style has the positive influence to employees on accomplishing defined duties. These 

findings agreed with theory X which identifies that human performance can be 

motivated with offering monetary gifts. These findings were also contrary to theory 

Y which identifies that performance of employees cannot be motivated by any 

external force. 
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Figure 4.3.2.1(a) Effects of transactional leadership style on employee 

performance with regards to executing defined duties.  
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Source: Field data (2017) 
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From observations made in branches of University of Dar es Salaam Computing 

Centre it was observed that employees execute their defined duties when rewards 

were promised when an employee completed the certain assigned tasks. Figure 

4.3.2.1(b) shows University of Dar es Salaam staff executing their assigned duties. 

Figure 4.3.2.1(b) UCC staff executing their assigned duties. 

 

 

 

 

 

 

 

 

 

Source: Field data (2017) 

 

ii. Effect of transactional leadership style on employee performance with 

respect to team input 

Participative theory involves employees to give team input in order to bring out the 

desired results for organization (prabbhu, 2011).In this study the influence of 

transactional leadership on employees’ performance was analyzed. Figure 4.3.2 

shows effects of transactional leadership style on employee performance with respect 

to team input. Research findings showed that 56% agreed on transactional leadership 

style being practiced and gave team input, 44% agreed on transactional leadership 
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style on being practiced but did not give team input . According analysis from figure 

4.3.2 and from observations it was identified that employees are motivated to give 

team input when contingent rewards are given to them. It was also reported from 

company report of 2015 that less than 50% of employees attended the general 

employee meeting which is less attendance compared to any other employee meeting 

(UCC Report, 2014). It is therefore noted that transactional leadership style 

negatively influenced employees to give team input. 

 

Figure 4.3.2 Effects of transactional leadership style on employee performance 

with regards to team input 
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iii. Effect of transactional leadership style on employee performance in 

terms of achieving departmental goals. 

Transactional theory shows that employee performance is always influenced by 

giving rewards to employees. When employees are given contingent rewards 

such as money they positively perform their duties (Bass,1985).In this study the 

performance of employees’ with respect to reaching organizational goals was 

analysed. University of Dar es salaam computing Centre 2015 financial report   

shows that financial goals were not reached (UCC Financial report, 2015).Figure 

4.3.3 Eighty eight percent 88% of respondents agreed on not achieving 

departmental goals when transactional leadership style was practiced and 12% of 

respondents agreed to have achieved departmental goals while transactional 

leadership style was practiced. It was therefore found out that transactional 

leadership style was predominant but organization did not reach financial targets. 

These findings are not in line with transactional leadership style which identifies 

that employees’ performance is influenced by monetary rewards.  

Figure 4.3.3 Effects of transactional leadership style on employee performance 

with regards to achieving departmental goals 
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4.3.2 Effect of Transformational leadership style on employee performance  

Transformational leadership style was expected to influence employees’ performance 

in terms of executing defined duties, meeting deadline, giving team input and 

achieving departmental goals. In accordance to transformational theory, 

transformational leadership style motivates employees to perform beyond 

expectation for organization benefit (Prodge, 2004).Here below were study findings 

of translational leadership style on employee performance. 

i. Effect of Transformational leadership style on employee performance in 

terms of executing defined duties 

During this study it was observed that in some branches (Arusha,Mbeya and City 

Centre branches) leaders were leading with vision and gave inspirational motivation. 

These leadership features are transformational leadership style features. It was also 

observed that when employees execute their duties diligently when transformational 

leadership style was practiced. Figure 4.3.2.1 From  

SPSS simulation 85% of respondents agree that transformational leadership style is 

predominant hence completed their duties in time and fifteen percent 15% of 

respondents agree that transformational leadership style is predominant but do not 

complete duties in time.  Hence transformational leadership style has the positive 

influence on executing defined duties hence positive influence on employee 

performance. This also agrees with transformational theory which states that 

motivating staff and idealized influence to staff to staff makes them perform better. 
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Figure 4.3.2.1 Effects of Transformational leadership style on employee 

performance with regards to executing defined duties 

 

 
 

 

 

Source: Field data (2017) 

ii. Effect of Transformational leadership style on employee performance in 

terms of giving team input 

From transformational theory, transformational leadership style motivates 

employees to perform better beyond expectations. From observations it was 

observed that employees give inputs when required to do so. Figure 4.3.2.2(a) total 

of 66 respondents participated in this study among which 65% participants 

responded that transformational leadership is predominant hence give team input. 

The totals of thirty five percent (35%) of respondents agree on transformational 

leadership to be predominant but don’t give team input. This shows that 

transformational leadership style positively influences employees with respect to 

giving team input to organization. These findings are in accordance to 
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transformational theory which says that motivation of employees enhances 

performance of employees 

Figure 4.3.2.2 (a) Effects of transformational leadership style on employee 

performance with regards to allowing team input. 
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It was observed that when new ideas are entertained in University of Dar es Salaam 

Computing Centre employees are influenced to give team input. It was found that 

staff members always meet for discussing matters concerning organization and find 

means on how to make positive changes towards achieving organization goals. 

Figure 4.3.2.2 (a) UCC staff in organizational official discussion  

 

 

 

 

 

 

 

Source: Field data (2017) 

iii. Effect of Transformational leadership style on employee performance with 

respect to achieving departmental goals. 

In this analysis achieving organizational goals was expressed by organization 

meeting financial targets. From Figure 4.3.2.3 total of sixty six employees responded 

to the question. The total of 65% agreed that transformational leadership style was 

predominant and achieved departmental goals and 35% agreed that transformation 

leadership style was predominant but did not achieve departmental goals. From the 

above findings it seemed transformational leadership style influenced employees to 

achieve departmental goals. 
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Figure 4.3.2.3 Effects of Transformational leadership style on employee 

performance with regards meeting departmental goals. 
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Source: Field data (2017) 

 

4.3.3 Effect of autocratic leadership style on employee performance  

Autocratic leadership style was expected to either positively or negatively influence 

employee performance in terms of executing defined duties, meeting deadline, giving 

team input and punctuality of employees. With this study influence of autocratic 

leadership style was analyzed through indirect observation, direct observation and 

structured questionnaires and interview questions. Here below were findings of 

study; 

i. Effect of autocratic leadership style on employee performance with respect to 

executing defined duties. 

It was observed from Dodoma branch that leaders exerted absolute powers on 

subordinates and subordinates were distrusted on important tasks. It was observed 
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that little duties which were to be delegated to be performed by subordinates were 

not delegated to them due to lack of trust to subordinates. This verified that 

autocratic leadership style was predominant in the branch. From figure 4.3.3.1 SPSS 

simulation diagram showed that sixty eight percent (68%) of the respondents showed 

that not executing absolute power influenced them to execute defined duties. On the 

other hand, thirty two percent (32%) executing absolute power on employees 

influenced them to execute defined duties. Depending on these findings it seemed 

that autocratic style did not influence employee performance. 

 

Figure 4.3.3.1.Employees who responded on executing their duties diligently and 

those who have responded on leaders having absolute power on subordinates. 

 

  

Source: Field data (2017) 

 

ii. Effect of autocratic leadership style on employee performance in terms 

of team input 

 

The total number of 64 respondents recommended on the questions whether 

leaders have absolute power and whether they gave team input. Sixty six 

percent (66%) respondents agree that autocratic leadership style was 

predominant hence gave team input. From the same analysis thirty four 
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percent (34%) respondents agreed on leaders to practice autocratic leadership 

style but did not give team input. From the above findings autocratic 

leadership positively influenced employee performance in terms of giving 

team input. 

 

                  Figure 3.3.2: Employees response on autocratic leadership style and    

employees giving team input (N=64) 

 

Give team input 
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                                     Source: Field data (2017) 

 

 

 

 

iii. Effect of autocratic leadership style on employee performance in 

terms of achieving departmental goals. 

 

Figure 3.3.3.3 shows SPSS simulation, the total of 65 respondents responded on 

the effect of autocratic leadership style and employees performance in terms of 

achieving departmental goals. It was found that sixty four percent (64%) of the 
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respondents responded that they organization does not meeting its goals due to 

influence of autocratic leadership style. From the same findings thirty six 

percent 36% of respondents achieve departmental goals due to autocratic 

leadership style. It was therefore found from findings that autocratic leadership 

has negative influence on employee performance in terms of achieving 

departmental goals.  

 

Figure 4.3.3.3 Employee response on executing defined duties (N=65) 

 

 

Source: Field data (Mwombeki, 217) 
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4.3.4 Effect of laissez fair leadership style on employee performance  

Theoretically laissez fair leadership style comprises of following features; no 

necessary decisions are made, no care about others issues, leadership responsibilities 

are ignored, authority unused and actions are delayed. These features of leadership 

style were expected to influence employees’ performance in terms of executing 

defined duties, meeting deadline, achieving departmental goals and punctuality. Here 

below is the analysis of findings of the above leadership styles as they influence 

employees 

 

i. Effect of laissez fair leadership style on employee performance in terms of 

executing defined duties 

It was observed that delay of necessary decisions and authority not used in the 

organization although employees performed their duties. Figure 4.3.4.1 shows 

responses on influence of laissez fair leadership style on employee performance was 

responded by 64 employees. Fifty one percentage employees (51%) agreed that 

laissez fair leadership is practiced but they executed defined duties. On the other 

hand, forty nine percent (49%) agreed not to diligently execute their duties when 

laissez fair leadership style is predominant. These findings were opposite to what 

was observed, it was observed that leaders in Headquarters practiced laissez fair 

leadership style and employees did not execute their defined duties. It was observed 

that various requests from different up country branches were unworked on for more 

than a month without any reasons. It is therefore through responses noted that laissez 

fair leadership style positively influenced employee performance by executing 

defined duties. 
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Figure 4.3.4.1: Employees responses on laissez fair leadership style and 

employees executing defined duties. (N=64) 

 

 

 

 Source: Field data (2017)  

 

ii. Effect of laissez fair leadership style on employee performance in terms of 

employee team input 

The influence of lasses fair leadership style on employee performance in terms 

employees’ collaboration was responded by 63 employees as per figure: 4.3.4.2.Most 

of the respondents (58%) agreed on laissez fair being predominant but employees 

gave team input. It was also identified that forty two percent (42%) agree that laissez 

fair leadership style is predominant and employees do not give team input. This 

showed that employees collaborated although decision making on necessary decision 

was delayed. It was availed that laissez fair leadership was practiced in the 

organization but it did not hinder them to collaborate with other employees to 

execute organizational duties. It was therefore noted that laissez fair leadership style 

positively influenced employee performance in terms of giving team input.   
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Figure 4.3.4.2: Employees response on delay of necessary decisions and 

employee     collaboration.(N=63) 
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                 Source: Field data (2017) 

iii. Effect of laissez fair leadership style on employee performance in terms of 

achieving organizational goals 

Table 4.3.3.3:The effect of laissez fair leadership style on employee performance 

was responded by 63 employees from six departments. It was noted that seventy six 

percent (76%) agreed that laissez fair leadership style was predominant but they 

didn’t meet organizational goals. Twenty four (24%) agreed on laissez fair leadership 

style to be predominant but achieved organizational goals. It was also noted that 

University of Dar es Salaam Computing Centre did not meet its organizational 

financial targets for five years now (UCC performance report, 2015).This means that 

laissez fair leadership style negatively influenced performance of employees in 

organization 
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Figure 4.3.4.3: Employees laissez fair leadership style on employees’ 

performance. (N=63) 
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4.3.5. Relationship between transactional, transformational, autocratic and 

lasses fair leadership styles as regards to employee performance in Tanzania 

basing on SPSS Correlation analysis values 

 

Table 3.4.1 The relationship between transactional, translation, autocratic and laissez 

fair leadership styles were analyzed through SPSS simulation. It was also observed 

that Autocratic leadership style showed weak positive relationship with laissez fair 

leadership style. Autocratic leadership style showed also the weak positive 

relationship with transactional leadership style. SPSS correlation analysis showed 

that transformation leadership style has the positive and strong relationship with 

other leadership styles. From these findings it was found that autocratic leadership 

style cannot bring desired leadership style when applied with laissez fair leadership 

style. Hence employee performance deteriorated when autocratic leadership style 

was applied with laissez fair leadership style. Further findings showed that 
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autocratic, transactional and laissez fair leadership styles when applied have no 

strong influence on employee performance hence can lead to underperformance of 

employees. From this SPSS simulation we can conclude that there was positive 

influence on employee performance when transformational leadership style was 

practiced with any other leadership style. 

 

Table 4.3.5 SPSS Correlation simulation on relationships of leadership styles 

(N=66) 

 

    Autocratic 

leadership 

style  

Laissez fair 

leadership 

style  

Transaction

al 

leadership 

style 

Transformati

onal 

leadership 

style 

Autocratic 

leadership  

Pearson 

Correla

tion 

1 .094 .133 .245(*) 

  Sig. (2-

tailed) 

  .451 .288 .047 

  N 66 66 66 66 

Laissez fair 

leadership  

Pearson 

Correla

tion 

.094 1 .169 .112 

  Sig. (2-

tailed) 

.451   .175 .373 

  N 66 66 66 66 

Transactional 

leadership  

Pearson 

Correla

tion 

.133 .169 1 .328(**) 

  Sig. (2-

tailed) 

.288 .175   .007 

  N 66 66 66 66 

Transformation

al leadership  

Pearson 

Correla

tion 

.245(*) .112 .328(**) 1 

  Sig. (2-

tailed) 
.047 .373 .007   

  N 66 66 66 66 

* Correlation is significant at the 0.05 level (2-tailed). 

** Correlation is significant at the 0.01 level (2-tailed). 

 

 

Source: Research data (2017) 
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4.4 Analysis on motivation on employee performance 

Furthermore, on the Question on what should be done in order to make employee 

perform better. The total of 66 employees responded on the question. From figure 

4.5.1 (c) 36% of employees agreed to perform better when given rewards. Hence in 

order for the employees to perform more excellent contingent rewards motivations 

are needed. 

Figure 4.4 (c) Employee response on performance motivator 

 

 

Source: Field data (2017) 

 

4.5 Comparison on the influence of leadership styles on employee performance. 

 

Table 4.6: Analysis the likert scale question for employees, supervisors and top 

Management on what type of leadership they think can influence them perform better 

the total of sixty six employees responded on the question. Thirteen (13%) percent 

strongly agreed on being influenced by transactional leadership style, twenty seven 

percent (27%) autocratic leadership style, thirty 30% percent by laissez fair 

leadership style. Forty seven 47% percent of the employees strongly agreed being 
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influenced by transformational leadership style. From this analysis and observations 

it was therefore obvious that transformational leadership style influenced employees’ 

performance than any other leadership style. 

 

Figure 4.5: Comparison on influence of leadership styles on employees’ 

performance. 
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CHAPTER FIVE 

SUMMARY, CONCLUSION, AND POLICY IMPLICATIONS 

5.1 Summary 

This study was about analysis of the influence of leadership styles on the 

performance of employees in Tanzania the case of University of Dar es Salaam 

Computing Centre (UCC). The study used a survey research design that used a 

sample 66 respondents. The research covered six (6) selected Departments/Branches 

of University of Dar es Salaam Computing Centre. Twenty two (22.7%) percent of 

respondents were from Mwanza  branch, Eighteen per cent (18%) of respondents 

were from Arusha (18.2%),Sixteen percent (16.7%) from City Centre branch in Dar 

es Salaam, Fifteen percent (15.2%) from Head office Dar es Salaam, Thirteen 

percent (13.6) of respondents from Mbeya branch and thirteen percent (13.6) from 

Dodoma Branch. Fifty six percent (56.1%) of the respondents were male and forty 

three (43.9%) of respondents were females. Forty seven percent (47%) of the 

respondents were degree holders, twenty two percent (22.7%) were graduates, 

eighteen percent (18.2%) of respondents were diploma holders, six percent (6%) 

were certificate holders and other education were six percent (6%). Twenty eight 

percent (28.8%) were between 31-35 years old, twenty five percent of respondents 

(25.8%) were 36-40 years, twenty two (22.7%) of respondents were between 26-30 

years, thirteen (13.6%) of respondents were above 40 years and nine percent (9.1%) 

were between 20-25 years. 

 

In this study the main objectives were to analyze the effect of leadership styles on 

employees’ performance in Tanzania. The specific objectives were; To examine the 

effect of leadership styles between transactional, transformational, autocratic and 

laissez faire leadership styles with respect to employee performance in terms of 

executing defined duties, meeting deadline, team input, achieving departmental 

goals, punctuality and quality of work. To examine relationship between 

transactional, transformational, autocratic and laissez faire leadership styles as 

regards to employee performance in Tanzania. 
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Based on the main objective of the study, it was found that University of Dar es 

salaam Computing Centre practices variety of leadership styles in it departments and 

branches. The leadership styles commonly practiced in UCC are transformational, 

transactional, autocratic and laissez fair leadership styles. 

In Headquarter according to observations and responses from most of the 

respondents (70%) the main leadership style practiced was Laissez fair leadership 

style whose characteristics are; Luck of making necessary decisions, no care about 

others issues, leadership responsibilities are ignored, authority unused and actions 

were delayed, Mbeya (67%), City centre (51%) and Arusha (58%) branches 

according to observations and according to majority of the respondents it was 

observed that transformational leadership style was predominant. The main features 

of transformational leadership styles were Idealized influence, inspirational 

motivation, Entertaining new ideas and leading with vision. In Mwanza branch most 

of the respondents (53%)  identified that transactional leadership style was 

predominant whose features were  offering contingent rewards, resistant to changes, 

discourage independent thinking, passive (Relies on evaluation of performance and 

rewarding), emphasises on corporate structure and culture. In Dodoma branch most 

of respondents (56%) identified that autocratic leadership style was practised whose 

features were, the leader had absolute power over his/her subordinate, subordinates 

had little power for making suggestions, distrusts his/her subordinates, group 

members were rarely trusted with decisions or important tasks. 

Based on the characteristics of leadership styles their effects were as follows; 

Transformational leadership style practised in University of Dar es salaam 

Computing Centre which was predominant in City Centre, Arusha and Mbeya 

branches most of employees (85%) responded that it positively influenced them to 

execute defined duties, Fifty six percent (56%) responded that it positively 

influenced them to give team input and eighty eight percent (88%) identified that it 

negatively influenced them not to meet departmental goals. Laissez fair leadership 

style which was identified that it was predominant in Head quarter most of the 

employees (51%) identified that positively influenced them to execute defined duties, 
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fifty eight percent (58%) identified that it positively influences them to give team 

input and seventy six percent (76%) identified that it negatively influenced them not 

to meet departmental goals. Autocratic leadership style which was identified to be 

practiced in University of Dar es Salaam Computing Centre but predominant in 

Dodoma branch it was identified by sixty eight per cent (68%) of respondents that it 

negatively influenced employees not to execute defined duties, fifty eight per cent 

(58%) were positively influenced to give team input and fifty six per cent (56%) 

were negatively influenced to meet organizational goals. Transactional leadership 

style which was mostly predominant in Mwanza (53%) ,most of the employees 

(64%)  responded that it positively  influenced them to execute defined duties, fifty 

six per cent (56%) identified that it positively influenced them to give team input and 

eighty eight per cent identified that it negatively influenced tem not to meet 

departmental goals. 

 

In this study, relationships among leadership styles practiced were analysed. It was 

observed that Autocratic leadership style had weak positive relationship with laissez 

fair leadership style. Autocratic leadership style has also the weak positive 

relationship with transactional leadership style. In accordance to SPSS correlation 

analysis it was found that transformation leadership style had the positive and strong 

relationship with other leadership styles. That means that transformational leadership 

style can be applied in organization and bring the positive performance results of 

employees performance with regards to executing defined duties, giving team input 

and meeting departmental goals. 

 

 Hence in this study was observed that transformational leadership style (47%) was 

the one which influences employee performance than any the leadership styles which 

was followed by laissez fair leadership style (30%), followed by autocratic 

leadership style (27%), the last is transactional leadership (13%). 
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5.2 Conclusion 

Based on the study specific objectives, findings showed that Transformational 

leadership style influences employees to perform better than any other leadership 

style. Autocratic leadership style showed weak positive relationship with laissez fair 

leadership style. Autocratic leadership style has also has the weak positive 

relationship with transactional leadership style. On the other hand, SPSS correlation 

analysis showed that transformation leadership style has the positive and strong 

relationship with all leadership styles. It was also found out that transformational 

leadership style can be used in any organization to bring the positive influence on 

employee performance as regards to executing defined duties, giving team input and 

achieving departmental goals. Hence in organizations in order to archive required 

positive results leaders need to show idealized influence, give inspirational 

motivation, entertain new ideas and leading with vision. These findings agree with 

transformational theory which identifies that leader’s features of influencing others 

to positively perform trough giving inspirational motivation, entertaining new ideas 

and leading with vision (Drodge, 2004).This is also in accordance to theory X which 

states that in order for employee to perform better monetary gifts like money and 

fringe benefits should be given (Douglas, 2013).On the other hand, these findings are 

in line with transactional to theory  which states that human being performance is 

influenced by any external force like giving contingent rewards (Bass, 1985). 

5.3 Policy implications 

Ever since data from this study showed that most of the employees were influenced 

by transformational leadership style in order to improve their performance. It is 

therefore recommended to organizations policy makers, administrators, decision 

makers and many others in managerial positions in order to improve performance of 

their employees and organizations they need to create policies which support 

transformational leadership style. These policies should embrace the following 

features; leading with vision, entertaining new ideas, idealized influence and 

inspirational motivation. Nevertheless, It is was also found that in order to meet 

required deadline for assigned duties the combination of transactional leadership 

style and transformational leadership style motivated employees by giving contingent 
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rewards to employees. These findings are in line with transformational leadership 

styles which need employees to be led with vision and giving inspirational 

motivation (Drodge, 2004). 
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APPENDICES 

APPENDIX I: STRUCTURED QUESTIONNAIRES FOR TOP 

MANAGEMENT. 

Dear Respondent, 

I am a postgraduate student pursuing a Master of Business administration Corporate 

Management student at Mzumbe University Mbeya Campus in Tanzania. I am 

conducting this study as part of the requirements for the Master degree. This 

questionnaire aims at collecting data regarding; the influence of leadership styles on 

the performance of employees the case of University of Dar es Salaam Computing 

Centre .High level of confidentiality will be observed when presenting the data. I 

kindly request you to give the correct answers to ensure attainment of the expected 

objectives under this study. Please note that you are not required to provide your 

name. 

Please complete this questionnaire to assist with attaining the objective of the study. 

Instructions: 

Indicate the most appropriate answers by a tick (√) in the brackets. Each question 

should have only one tick (√) for your chosen answer, unless stated. Where the space 

is provided, write your answer in it. Please use a pen to answer this questionnaire. 

Section A; Personal Particulars 

 (Tick the right option /Please tick only once or fill the right answer) 

Name of Branch/Department……………………………… 

A1. Present your age range in years?  

(a) 20 – 25 [   ] (b) 26 – 30 [    ] (c) 31–35 [    ] (d) 36 – 40 [] I 41–45 [   ]  

(f) 46 and above [     ]   

A2. What is your gender? (a) Male [ ] (b) Female [ ] 

A3. What is your highest level of education attained? 

(a) Certificate [ ] (b) Diploma [ ] (c) Degree [ ] (d) Postgraduate [ ] other, [ ] 

(specify)………………………………. 

A4. Work experience. (a) Less than 1 year [ ] (b) 1- 5 years [ ] (c) 6-10 years [ ] 

(d) More than 10 years [ ] 
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A5. For how long have you been in current position? ...........................years. 

A6. Have you been transferred from one branch/ department to another? 

(a) Yes[ ] (b) No [ ] 

Section B: Performance of employees 

(Please put a tick or fill the right answer in the space provided) 

B1. Do employees in your department/branch /organization complete their assigned 

duties in time? 

a) Yes [   ] 

b) No [   ] 

c) Some of them do   [   ]  

Explain how they complete duties………………………………………. 

B2. Do employees collaborate with other employees to execute defined duties? 

a) Yes [   ] 

b) No [   ] 

c) Some of them do [   ] 

Specify how they collaborate …………………………………………………… 

B3. Is the work performed by employees meeting needed standard? 

a) Yes [   ] 

b) No [   ]  

c) Partially [  ]  

Explain how they meet standard…………………………………………… 

B4. Are employees observing signing in and out as per regulation? (Tick applicable) 

d) Yes [   ] 

e) No [   ]  

f) Sometimes Yes [  ] 

g) Sometimes No [   ] 

Explain measures taken for those who do not sign in/out…………………… 
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Section C:  Leadership features 

C1. Does your organization have any rewarding system to employees? 

a) Yes [   ] 

b) No [   ]  

Specify how they are rewarded……………………………………….. 

C2. Are employee performance evaluated? 

a) Yes [   ] 

b) No [   ]  

Specify how they are evaluated……………………………………….. 

C3. How often do you carry out meetings with subordinates for strategies formation 

or reporting performance? 

a) Weekly [   ] 

b) Monthly  [   ] 

c) Quarterly [    ] 

d) Annually [   ] 

e) Others [     ] 

 Specify how you discuss …………………………………… 

C4. Are duties delegated to staff? 

a) Yes  [    ] 

b) No[  ] 

Specify how duties are delegated ……………………………….. 

C5. Is your company with strategic plan? 

a) Yes  [    ]   

b) No [    ]   

Specify how it is implemented…………………………………… 

 

 

Section C:  Leadership features 

C1. Does your organization have any rewarding system to employees? 

c) Yes [   ] 
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d) No [   ] 

What do you reward? ...................................................................................... 

How do you reward?....................................................................................... 

C2. Are employee performance evaluated? 

c) Yes [   ] 

d) No [   ] 

How do you evaluate? .................................................................................. 

C3. How often do you carry out meetings with subordinates for strategies formation 

or reporting performance? 

a) Weekly [   ] 

b) Monthly  [   ] 

c) Quarterly [    ] 

d) Annually [   ] 

e) Others [     ]  

Specify how you discuss………………………………………………… 

C4. Are duties delegated to staff? 

a) Yes  [    ] 

b) No  [    ] 

How do you delegate? ............................................................................... 

C5. Is your company with strategic plan? 

a) Yes  [    ] 

b) No  [    ] 

How do you implement? ...................................................................... 

 

 

 

 

 

Section D: Institutional factors 

D1. Does your organization get financial assistance from Government? 

a) Yes  [    ] 

b) No  [    ] 
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Specify type of grant you get………………………………………… 

D2. What type of contracts do you offer to your employees? 

a) Permanent contracts and pensionable [    ] 

b) Fixed and pensionable [    ] 

c) Both fixed and permanent and pensionable[    ] 

d) Others [   ]    

Specify how they are offered …………………………….. 

 

3. Do you ensure your employees? 

     a) Yes [    ] 

      b) No [    ]      

Specify how you ensure your staff ……………………………… 

 

Please return the completed questionnaire to the researcher who gave it to you. Or 

else contact the supervisor using the following contact. Mobile: 0713-563128 0r 

email:mwombekijuvenalis@yahoo.com 

Thank you very much for your cooperation. 

 

 

 

 

 

 

 

 

 

 

 

APPENDIX II:    STRUCTURED QUESTIONNAIRES FORJUNIOR STAFF 

Dear Respondent, 

I am a postgraduate student pursuing a Master of Business administration Corporate 

Management student at Mzumbe University Mbeya Campus in Tanzania. I am 
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conducting this study as part of the requirements for the Master degree. This 

questionnaire aims at collecting data regarding; the influence of leadership styles on 

the performance of employees the case of University of Dar es Salaam Computing 

Centre .High level of confidentiality will be observed when presenting the data. I 

kindly request you to give the correct answers to ensure attainment of the expected 

objectives under this study. Please note that you are not required to provide your 

name. 

Please complete this questionnaire to assist with attaining the objective of the study. 

Instructions: 

Indicate the most appropriate answers by a tick (√) in the brackets. Each question 

should have only one tick (√) for your chosen answer, unless stated. Where the space 

is provided, write your answer in it. Please use a pen to answer this questionnaire. 

 

Section A; Personal Particulars 

 (Tick the right option/Please tick only once or fill the right answer) 

Name of department/branch ……………………………… 

A1. How old are you?  

(a) 20 – 25 [   ] (b) 26 – 30 [    ] (c) 31–35 [    ] (d) 36 – 40 [    ] (e) 41–45 [    ] (f) 46 

and above [ ]   

A2. Gender (a) Male [   ] (b) Female [    ] 

A3. Highest level of education attained currently. 

(a) Certificate [  ] (b) Diploma [  ] (c) Degree [  ] (d) Postgraduate [ ] others, [  ]  

Specify please ………………………………. 

A4. Work experience. (a) Less than 1 year [   ] (b) 1- 5 years [   ] (c) 6-10 years [    ] 

(d) More than 10 years [    ] 

A5. For how long have you been in current position? 

(a) Less than 1 year [   ] (b) 1- 5 years [   ] (c) 6-10 years [    ] 

(d) More than 10 years [    ] 

 

Section B: Performance of employees 
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(Please put a tick or fill the right answer in the space provided) 

B1. Do employees in your department/branch /organization set key performance 

indicators (KPI)? 

(a) Yes [   ] 

(b) No [   ] 

(c) Some of them do[   ] 

Explain how you set  KPI ……………………………………………… 

B2. Do employees collaborate with other employees to execute defined duties? 

(a) Yes [   ] 

(b) No [   ] 

(c) Some of them do[   ] 

Explain how they collaborate …………………………………………………… 

B3. When assigned duties do you meet deadline? 

a) Yes [   ] 

b) No [   ]  

c) Partially [  ] 

B4. Dou you regularly signing in/out as per regulation? (Tick applicable) 

a) Yes [   ] 

b) No [   ]  

c) Sometimes Yes [  ] 

d) Sometimes No [   ] 

If yes or no explain further actions done …………………………………………
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Section C:  Leadership features 

C1. Does your organization have any rewarding system to employees? 

a) Yes [   ] 

b) No [   ] 

How do they reward?...................................................... 

C2. Are employee performance evaluated? 

a) Yes [   ] 

b) No [   ] 

How is performance evaluated?..................................................... 

C3. How often do you carry out staff meetings about organization performance? 

a) Weekly [   ] 

b) Monthly  [   ] 

c) Quarterly [    ] 

d) Annually [   ] 

e) Others [     ]  

Specify how you discuss …………………………………………… 

C4. Are duties delegated to staff? 

a) Yes  [    ] 

b) No  [    ] 

How delegation is done? ...................................................... 

C5. Is personal thinking encouraged in your organization? 

a) Yes  [    ] 

b) No  [    ] 

How is it encouraged………………………………………… 

C6. How are decisions made in your organization? 

(a) Delayed. 

(b) Quickly made. 

(c) No decisions are made. 
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Section D: Institutional factors 

C1. Does your organization have any rewarding system to employees? 

a) Yes [   ] 

b) No  [   ] 

If yes specify how rewarding is done ………………………………………… 

C2. Are employee performance evaluated? 

a) Yes [   ] 

b) No [   ]  

If yes, specify how it is done……………………………………………… 

C3. How often do you carry out staff meetings about organization performance? 

a) Weekly [   ] 

b) Monthly  [   ] 

c) Quarterly [    ] 

d) Annually [   ] 

e) Others [     ]  

Specify how ………………………………………………………… 

C4. Are duties delegated to staff? 

a) Yes  [    ] 

b) No  [    ] 

Specify how delegation is done……………………………………………… 

C5. Is personal thinking encouraged in your organization? 

a) Yes  [    ] 

b) No  [    ] 

How explain is it done …………………………………………………… 

C6. How are decisions made in your organization? 

a) Delayed. 

b) Quickly made. 

c) No decisions are made. 

Explain how it is made ……………………………………………………… 
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Section F; General questions 

Instructions 

F1.  Using the scale of 1 = “Strongly agree”; 2 = “Agree”; 3 = “Neutral”; 4 = 

“Disagree”; and 5 = “Strongly disagree”, give your views on the prevailing 

situation in your branch/department or organization by putting a tick [√] in the table 

below the number that best describe your views. 

S/n Features of leadership style practiced in your 

organization/branch/department. 

1 2 3 4 5 

i.  You are allowed to bring new ideas in organization.      

ii.  You are motivated at work.      

iii.  The organization is led accordance to set vision.      

iv.  You are receiving contingent rewards (money, other 

gifts) when you perform better. 

     

v.  Changes in an organization are discouraged.      

vi.  Subordinates have little freedom of making suggestions.      

vii.  Leaders have absolute power over their subordinates.      

viii.  Subordinates are distrusted.      

ix.  Emphasize is made on corporate culture and structure.      

 

G2.  In your own view, what should be done in order to motivate you work 

effectively for your organization? 

i)………………………………………………………………………….. 

ii)………………………………………………………………………… 

iii)……………………………………………………………………………….. 

iv)……………………………………………………………………………….. 

G3. What type of leadership does your organization practise among these? Please 

tick only on one item. 

i. Autocratic leadership style.          [         ] 

ii. Laissez fair leadership style.        [         ] 

iii. Transformation leadership style.  [        ] 

iv. Transactional leadership style.     [        ] 
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F2.Using the scale of 1 = “Strongly agree”; 2 = “Agree”; 3 = “Neutral”; 4 = 

“Disagree”; and 5 = “Strongly disagree”, give your views on the prevailing 

situation in your branch/department or organization by putting a tick [√] in the table 

below the number that best describe your views. 

S/n Features of performance in your organization. 1 2 3 4 5 

 i. You prepare work plan.      

 ii. You submit report on performed duties in time.      

 iii. Diligently execute duties as per schedule      

 iv. You collaborate with others to carry out duties.       

 v. Support members to accomplish their duties.      

 vi. You meet standards on your work assignments.      

 vii. You report at work place in time.      

  viii. Your organization meets set financial targets      

       

 

Please return the completed questionnaire to the researcher who gave it to you. Or 

else contact the supervisor using the following mob: 0713-563128 or 

email:mwombekijuvenalis@yahoo.com 

Thank you very much for your cooperation. 
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APPENDIX III:   SEMI-STRUCTURED INTERVIEW GUIDE FOR TOP 

MANAGEMENT 

 

Dear Respondent, 

I am a postgraduate student pursuing a Master of Business administration Corporate 

Management student at Mzumbe University Mbeya Campus in Tanzania. I am 

conducting this study as part of the requirements for the Master degree. This 

interview aims at collecting data regarding; the influence of leadership styles on the 

performance of employees the case of University of Dar es Salaam Computing 

Centre .High level of confidentiality will be observed when presenting the data. I 

kindly Please answer the following statements as understoodor practiced by you to 

ensure attainment of the expected objectives under this study. Please note that you 

are not required to provide your name. 

Instructions: 

Please provider answers to this interview to the best of your understanding about 

various practices of your organization. This information will be used only for 

academic purposes only. 

1. Awareness of the type of leadership one practices in organization. 

i. How do you manage decision making in your organization/department? 

ii. How do you manage reward to your staff? 

iii. How do you delegate duties?  

iv. How do you manage performance of employees? 

2. Awareness on performance of employee. 

i. How do employees corporate in executing their duties? 

ii. What do you say about standard of duties performed by employees? 

iii. To what extent are employees motivated in your organization? 

iv. How is the attitude/behaviour of the employees when assigned duties? Do 

they submit in time? 

3. What type of leadership does your organization practise among these? 

i. Autocratic leadership style. 
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ii. Laissez fair leadership style. 

iii. Transformation leadership style. 

iv. Transactional leadership style. 

  

Thank you very much for your cooperation. 

 

Appendix IV; Documentary review guide 

Name of the Department/Branch..……………………………………………… 

S/N ITEM INFORMATION NEEDED REMARKS 

1 Rolling strategic plan. Availability of vision, mission 

and their application. 

 

2 HR policy. Availability of various 

employee handling issues 

(Terms of contracts). 

 

3 Attendance register books  Availability of records of staff 

signing in/out. 

 

4 Reward policy Availability of proof on how 

employees are rewarded. 

 

5 Employees files See various employee 

documents 

 

 

 

 

 

 

 


