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Abstract 
This study examines how leadership styles affect employee engagement at WAPDA, a 

bureaucratic government entity in a growing South Asian economy. The research uses a 

theoretical framework to identify autocratic, democratic, and laissez-faire leadership styles as 

independent factors and employee motivation as the dependent variable. The study examines 

these links using a multiple regression model and literature-based hypotheses: H1, H2, and 

H3 suggest that authoritarian, democratic, and laissez-faire leadership motivate employees. 

Data was collected from 110 senior and intermediate managers using stratified sampling for 

proportionality. The Multifactor Leadership Questionnaire (MLQ) and Touré-Tillery and 

Fishbach's process-focused strategy assessed leadership styles and employee motivation. 

Cronbach's alpha showed strong varied internal consistency, confirming reliability. The 

descriptive statistics showed a 2.5160 mean and 0.33397 standard deviation. The independent 

factors explained 22.6% of employee motivation variance according to regression analysis, 

with an R-value of 0.465 and an R-squared value of 0.226. ANOVA showed the predictors' 

statistical significance on the dependent variable, and the model was significant and well-

described. Autocratic leadership negatively affected employee motivation, democratic 

leadership did not, and laissez-faire leadership positively affected it. Leadership styles affect 

employee motivation in bureaucratic settings, advocating a balanced approach to leadership 

to boost motivation. 
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1.INTRODUCTION  

Effective leadership is acknowledged as a vital component of organizational success in 

today's dynamic corporate environment, especially in emerging economies experiencing fast 

socio-economic development. This study explores the complex relationship, in the context of 

a growing economy, between employee motivation and leadership styles. There is a wide 

range of leadership styles, including transformative, transactional, and autocratic. These 

styles have an impact on employee engagement, organizational culture, and performance 

outcomes. Comprehending these dynamics is crucial for firms operating in emerging 

economies, as they must negotiate distinct obstacles such heterogeneous worker 

demographics, changing market environments, and fluctuating socio-political environments. 

A key component of organizational behavior, employee motivation is essential for fostering 

retention, job satisfaction, and productivity. It has been demonstrated that motivational 

elements including empowerment, recognition, and the congruence of personal ambitions 

with corporate goals are greatly impacted by effective leadership. To properly capture these 

subtleties, localized research is necessary, as the effectiveness of various leadership styles in 

inspiring people can vary greatly across different cultural and economic circumstances. 

Leadership styles need to change in growing economies when traditional beliefs and practices 

collide with fast industrialization and globalization. This will help them take advantage of 

possibilities and overcome obstacles. By investigating how leadership approaches in 

emerging economies affect employee motivation and organizational performance, this study 

seeks to close this gap. The research aims to provide insights that might inform leadership 

development strategies customized to the distinct circumstances of developing economies by 

investigating theoretical frameworks and empirical data. 

This introduction also lays the groundwork for the goals of the study, which include a critical 

examination of different leadership philosophies, their theoretical foundations, and their 
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application in improving worker motivation in developing nations. In addition to adding to 

the body of knowledge on motivation and leadership in academia, the findings should have 

application for organizational leaders who aim to maximize worker performance and 

engagement in a variety of dynamic work settings. 

2. REVIEW OF LITREATURE  

Abasilim, Gberevbie, and Osibanjo (2019)carried out an empirical investigation to 

investigate the connection between various leadership philosophies and worker dedication in 

the Nigerian setting. Their findings, which were published in Sage Open, looked at the 

relationship between employee commitment and three different leadership philosophies—

transformational, transactional, and laissez-faire. The research was conducted in Nigerian 

firms. The research employed a quantitative approach, collecting information from workers in 

a range of industries using standardized questionnaires. The results showed that 

transformational leadership significantly increased employee engagement by motivating and 

building a sense of loyalty among staff members. To a lesser degree, transactional leadership 

also had a positive link, highlighting the importance of rewards and recognition in boosting 

commitment. On the other hand, it was discovered that a laissez-faire approach to leadership 

had little or even a detrimental effect, underscoring the significance of proactive and 

captivating leadership in fostering employee engagement. The aforementioned study 

highlights the pivotal function of flexible leadership approaches in cultivating a dedicated and 

enthusiastic labor force in developing nations such as Nigeria. 

Ahmad and Umrani (2019) investigated the relationship between ethical leadership and job 

happiness, concentrating on the ways that green HRM practices and psychological safety 

operate as moderators. Their study, which was published in the Leadership & Organization 

Development Journal, offered a sophisticated perspective on how moral leadership may foster 

an atmosphere that encourages job happiness. The study employed a mixed-methods 

approach, integrating qualitative interviews and quantitative surveys to gather insights into 

the perspectives of workers across different companies. The results showed that moral 

leadership enhances psychological safety and sustainability (Green HRM) at work, which in 

turn has a favorable effect on job satisfaction. Workers who believe their managers are 

morally upright are more likely to feel safe and encouraged, which boosts commitment to the 

company and job satisfaction. This study emphasizes how crucial ethical leadership is for 

fostering both human well-being and improving organizational procedures that support a 

supportive and long-lasting workplace culture. 

The study by Al Harbi, J. A., Alarifi, S., and Mosbah, A. (2019)examines the connection 

between transformational leadership and worker creativity, emphasizing the roles that 

psychological empowerment and intrinsic motivation play as mediating factors. This study, 

which was published in Personnel Review, demonstrates how transformational leaders may 

greatly increase creativity in firms by inspiring and intellectually stimulating their workforce. 

The research utilized a quantitative methodology, gathering information from workers in 

various industries. The findings suggest that transformational leadership fosters an 

environment where people feel psychologically empowered and intrinsically driven, which 

has a beneficial impact on creativity. It has been demonstrated that psychological 

empowerment—which encompasses sentiments of competence, autonomy, and 

meaningfulness—improves workers' creative abilities. This relationship is further mediated 

by intrinsic motivation, or the internal urge to accomplish tasks for their own intrinsic 

satisfaction. This suggests that transformational leaders can greatly increase organizational 

creativity by creating an environment that is both empowering and motivating. These results 

are especially pertinent to developing nations, where economic growth and competitive 

advantage depend heavily on innovation and creativity. 

3. RESEARCH METHODOLOGY & HYPOTHESES DEVELOPMENT 

In the theoretical framework, the relationship between independent and dependent variables 

is shown (Figure 1). Drawing from prior research three distinct leadership styles—autocratic, 
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democratic, and laissez-faire—are considered as independent variables. While the dependent 

variable is the motivation of the workforce 

3.1 Theoretical framework 

 
Figure 1:Relationship Between Independent And DependentVariables 

3.2 Regression Model and hypotheses formulation 

Three free factors were utilized in a various relapse examination to determine the connection 

between leadership styles and employee motivation. Coming up next is the means by which 

reliant and free factors are operationalized: 

 
The following theories are developed based on the multiple regression model and previously 

cited earlier literature: 

H1: Employee motivation is significantly impacted by autocratic leadership. 

H2: Employee motivation is significantly impacted by Democratic leadership.  

H3: Employee motivation is significantly impacted by laissez-faire leadership. 

3.3 Research design 

To accumulate data from 110 senior and middle of the road level directors that work for 

WAPDA, separated inspecting was utilized. The example technique ensured that center level 

and significant level supervisors were proportionately addressed. To start with, the 

continuous issue of force deficiencies requests a basic investigation of the elements and 

partners included (Ikram, Su and Fiaz, 2017); second, the government foundations of 

growing South Asian economies are famous for their regulatory style of administration, 

settling on the decision of WAPDA basic. Employee motivation is the reliant variable in the 

exploration system, while the free factors are leadership styles (imperious, popularity based, 

and free enterprise). The shut end Multifaceted Leadership Poll (MLQ) (Bass and Avolio, 

2000), which depends on a Likert scale, is the review device utilized in this cross-sectional 

review to gather information. To survey the motivation of our employees, we utilized Touré-

Tillery and Fishbach's (2014) process-centered technique. To check that the MLQ is real, we 

run the Cronbach's alpha test. As per Table 1, the things in the despotic leadership 150 (AL) 

have a somewhat high inner consistency, as shown by the Cronbach's alpha of 0.787. The 

popularity based leadership (DL) has an alpha coefficient of 0.682, which demonstrates rather 

low inner consistency. In contrast with the other two factors, the Free enterprise (LF) has the 

best alpha coefficient, 0.890. The employees' motivation (EM) alpha coefficient of 0.834 
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demonstrates that the things' inside consistency is areas of strength for similarly. The four 

things' all out alpha coefficient is 0.787, demonstrating that the things have a sensibly 

elevated degree of inside consistency and that the overview instrument ought to create helpful 

outcomes. 

Table 1: Reliability Statistics Test 

 
Table 2 illustrates that N holds true for both independent and dependent variables. In a 

similar vein, zero is discovered for missing questions. The results show that the standard 

deviation is 0.33397 and the overall mean is 2.5160. It is discovered that the overall variance 

is 0.112. As a result, every analysis result demonstrates the importance and accuracy of the 

data. 

Table 2: Descriptive Statistics 

 
4. DATA ANALYSIS & HYPOTHESES TESTING 

Descriptive statistics and a reliability test supported the study's research approach. 

Now, with the aid of the statistical program SPSS, we apply the analysis of variance test 

(ANOVA)to empirically assess the hypotheses that we generated and presented in Section 3. 

Table 3: Model Summary 

 
The different connection coefficient (R-esteem) in the relapse model (Table 3) shows the 

connection between the free factors (indicators) and the reliant variable (). There is an OK, 

but not exactly great connection between the factors in light of the various relationship of 

0.465 between the reliant variable (employee motivation) and the indicators (AL, DL, and 

LF). The R-squared aftereffect of 0.226 demonstrates that AL, DL, and LF together record 

for 2.26% of the variety in employees' motivation. R-squared is the proportion of the 

fluctuation in the reliant variable that is distant from everyone else or mutually made sense of 

by the free factors. 

TABLE 4. Analysis Of Variance 
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The review's discoveries and the testing of the speculations are for the most part founded on 

Tables 4 and 5. Table 4's investigation of fluctuation (ANOVA) exhibits that the indicator's 

effect on the reliant variable is measurably critical when it is under 0.05. The model is 

reliable and best fitted across all customary importance levels, as per ANOVA. The review's 

general model is huge and suitably depicted on the grounds that the p-an incentive for the F-

measurement is not exactly the 5% degree of importance. Table 5 exhibits how the standard 

blunder and beta qualities differ from one variable to another. AL has a low degree of 

importance, 0.164. 

As per the review, there is a significant backwards relationship between dictatorial leadership 

(AL) and WAPDA employees' motivation. As per prior research, there is a negative 

connection between's employees' motivation and dictatorial leadership (Kipnis et al., 1981; 

Jung et al., 2014). The greater part of imperious leadership styles is 152 the justification for 

low employee motivation. As per Bass (1997), there is a positive relationship among's 

majority rule and free enterprise leadership styles and employees' motivation. The 

examination, in any case, showed that the qualities don't lay out a significant relationship 

between the motivation of employees and a vote based leadership style. 

This disparity makes sense as there is a dearth of democratic leadership in a bureaucratic 

setting where employees are rarely given the opportunity to participate in decision-making. 

Table 5: Hypotheses Testing 

 
The results of hypotheses are: 

H1: Motivation among employees is significantly impacted negatively by autocratic 

leadership. 

H2: Democratic leadership does not significantly increase worker motivation. 

H3: Employee motivation is significantly improved by laissez-faire leadership. 

5.CONCLUSION  

This federal agency, WAPDA, is renowned for its bureaucratic governance. This study 

examined the effects of several leadership philosophies on worker motivation. With 

employee motivation serving as the dependent variable, the study looked at democratic, 

autocratic, and laissez-faire leadership styles using multiple regression analysis and a 

theoretical framework. The Multifactor Leadership Questionnaire (MLQ) and Touré-Tillery 

and Fishbach's process-focused methodology were used to evaluate the data gathered from 

110 senior and intermediate-level managers using stratified sampling. The reliability tests 

verified that there was strong internal consistency among all the variables. A mean of 2.5160 

was found overall, with a standard deviation of 0.33397, according to descriptive statistics. 

With a multiple correlation coefficient (R-value) of 0.465 and an R-squared value of 0.226, 

regression analysis revealed a substantial association between leadership styles and employee 

motivation. The data from the ANOVA confirmed the predictors' statistical significance. 

Employee motivation is negatively impacted by autocratic leadership, whereas it is positively 

impacted by laissez-faire leadership, according to the hypothesis testing results. Nonetheless, 

there was little improvement under democratic rule. The results indicate that while laissez-

faire leadership can increase motivation, autocratic leadership may have the opposite effect. 
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Implementing participatory decision-making in a bureaucratic context is difficult, as 

demonstrated by democratic leadership's lack of noticeable impact. 

REFERENCES 

1. Abasilim, U. D., Gberevbie, D. E., & Osibanjo, O. A. (2019). Leadership styles and 

employees’ commitment: Empirical evidence from Nigeria. Sage Open, 9(3), 

2158244019866287. 

2. Ahmad, I., & Umrani, W. A. (2019). The impact of ethical leadership style on job 

satisfaction: Mediating role of perception of Green HRM and psychological safety. 

Leadership & Organization Development Journal, 40(5), 534-547. 

3. Al Harbi, J. A., Alarifi, S., & Mosbah, A. (2019). Transformation leadership and 

creativity: Effects of employees pyschological empowerment and intrinsic motivation. 

Personnel Review, 48(5), 1082-1099. 

4. Amoah-Mensah, A., & Darkwa, P. (2020). LEADERSHIP STYLES OF OWNER-

MANAGERS AND EMPLOYEES’PERFORMANCE: THE MODERATING ROLE OF 

AGE AND EXPERIENCE. 

5. Amussah, A. (2020). Leadership styles and its impact on employee performance. School 

of Social Sciences, Near East University, Nicosia. 

6. Berraies, S., & Zine El Abidine, S. (2019). Do leadership styles promote ambidextrous 

innovation? Case of knowledge-intensive firms. Journal of Knowledge Management, 

23(5), 836-859. 

7. Bolden, R., Gosling, J., & Hawkins, B. (2023). Exploring leadership: Individual, 

organizational, and societal perspectives. Oxford University Press. 

8. Chammas, C. B., & Hernandez, J. M. D. C. (2019). Comparing transformational and 

instrumental leadership: The influence of different leadership styles on individual 

employee and financial performance in Brazilian startups. Innovation & Management 

Review, 16(2), 143-160. 

9. Decuypere, A., & Schaufeli, W. (2020). Leadership and work engagement: Exploring 

explanatory mechanisms. German Journal of Human Resource Management, 34(1), 69-

95. 

10. Gemeda, H. K., & Lee, J. (2020). Leadership styles, work engagement and outcomes 

among information and communications technology professionals: A cross-national 

study. Heliyon, 6(4). 

11. Huertas-Valdivia, I., Gallego-Burín, A. R., & Lloréns-Montes, F. J. (2019). Effects of 

different leadership styles on hospitality workers. Tourism management, 71, 402-420. 

12. Khan, M. A., Ismail, F. B., Hussain, A., & Alghazali, B. (2020). The interplay of 

leadership styles, innovative work behavior, organizational culture, and organizational 

citizenship behavior. Sage Open, 10(1), 2158244019898264. 

13. Mwesigwa, R., Tusiime, I., & Ssekiziyivu, B. (2020). Leadership styles, job satisfaction 

and organizational commitment among academic staff in public universities. Journal of 

Management development, 39(2), 253-268. 

14. Saleem, M. A., Bhutta, Z. M., Nauman, M., & Zahra, S. (2019). Enhancing performance 

and commitment through leadership and empowerment: An emerging economy 

perspective. International Journal of Bank Marketing, 37(1), 303-322. 

15. Shafi, M., Lei, Z., Song, X., & Sarker, M. N. I. (2020). The effects of transformational 

leadership on employee creativity: Moderating role of intrinsic motivation. Asia Pacific 

Management Review, 25(3), 166-176. 

mailto:iajesm2014@gmail.com

