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[bookmark: _Toc143646459]ABSTRACT
This study aimed to assess how different leadership styles affect employee performance in Hoima District Local Government. The district's recent performance appraisal prompted this investigation, which focused on three specific objectives: the impact of laissez-faire, democratic, and autocratic leadership styles on employee performance. The study used a cross-sectional design and combined both quantitative and qualitative research methods. The sample size consisted of 54 respondents, and the response rate was 74%. The study employed simple random and stratified sampling techniques. Data collection methods included questionnaires and interviews.
The study revealed that there is a positive correlation between employee performance and the laissez faire leadership style, democratic leadership style, and moderate positive correlation with autocratic leadership style in the Local Government. In conclusion, all three leadership styles had a positive impact on employee performance. The recommendation is for leaders to involve employees in the decision-making process of the Local Government by allowing them to participate in committees such as Finance, Disciplinary, Security, procurement, and welfare.
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[bookmark: _Toc143646460]CHAPTER ONE
[bookmark: _Toc143646461]INTRODUCTION
[bookmark: _Toc143646462]1.0 Background of the study 
Employees are considered an essential asset for excellent and effective performance in any institution or company (Mulyani et al., 2019). Employees are crucial elements in an organization. An employee's performance in a sector or institution is vital for success (Gabčanová, 2011). Adnan et al (2021) defined employee performance as a process that aligns the employee's measures, skills, competency, development plans, and delivery of results. Nassazi (2013) interpreted employee performance as the output of a combination of ability and motivation; given appropriate resources, motivating people became a key component of most management work. However, employee performance is influenced by several factors; employee empowerment, culture, communication, individual personality, and leadership (Yamoah, 2013).  
The performance of institutions is highly influenced by the style of leadership (Raza & Sikandar, 2018). Effective leadership improves employees' morality and performance (Amussah, 2020). High employee performance mainly depends on the leadership style, whether Laissez-faire, autocratic, or democratic, within public or private organizations (Nassazi, 2013). Employee performance is critical to the public sector because it reflects the government's Performance (Bushiri & Uk, 2014). 
Outstanding leaders, in terms of effectiveness, are perceived to show a solid and direct but democratic and participative leadership style and are seen as agents of change and visionaries who increase organizational performance (Adnan et al., 2021). Vuong & Nguyen (2022) indicated that the need for organizations to flourish in the world of escalating competitiveness, technological advances, altering government regulations, and changing employee attitudes requires an advanced level of leadership more than ever before. His views further demonstrate the importance of leadership in both the private and public sectors.
Obisanya & Hassan (2022) posited that in the modern environment, much research has proven that leaders make a difference in their subordinates' Performance and also make a difference as to whether their organizations succeed or fail. Carin et al (2018) on his part, argued for the ever-increasing importance of leadership in organizations because of significant shifts in the business environments, such as the change in competitive intensity and the need for more participation of the total workforce. 
On the other hand, employee performance is also an essential building block of an organization. The public sector has a performance crisis (Adnan et al., 2021). This problem strikes poor, developing, and developed countries. It has raised the need for evaluation mechanisms to help assess the performance of government institutions that need to be more adequate in stakeholder expectations (Khulan et al., 2018). Through strategies like improvement in leadership style, employee performance has been observed to have improved over the years in developed countries like the United States of America, England, and Germany regarding service delivery to the public (Priyashantha, 2016). 
In African countries like Nigeria, public sector performance still needs improvement in service delivery, which is related to poor employee performance (Khulan et al., 2018). The same scenario is also observed in the local Government of South Africa; for example, the study by Candia et al (2017) showed that municipal officials' lack of adequate performance resulted in poor service delivery. In Kenya, although there is better performance in the public sector, there are still challenges to employee performance (Tukunimulongo, 2016). In other Eastern countries like Tanzania and Ethiopia, the local Government could be more efficient in in-service delivery, but fewer efforts have been put into empowering their employees (Mulyani et al., 2019).
In Uganda, the policy structure is flexible to employees as it authenticates them to act to the maximum of their abilities for job satisfaction or full-service deliverance (Nassazi, 2013). However, almost 40% of the Local Government in Uganda still needs to perform better (HoimaLGPA, 2020). These Local Governments are governed by two arms of leadership, namely, the technical “Laissez-faire, autocratic, or democratic) and political arms (LGPA, 2020). Irrespective of the leadership structure, the performance of employees at the local government in Uganda still needs improvement. Therefore, this study intends to examine how the various leadership styles at the local government impact the performance of employees. 
1.1 [bookmark: _Toc143646463]Statement of the problem
The Local government of Hoima district has made a number of measures to improve performance of employees. Although there are these structures, processes and systems like employee reward, supervision and support in place in the local government, a sum of gaps have been identified in the leadership styles employed in overseeing employees for proper task execution. The challenge of leadership style employed in the local government has been a debate in other forums and still many others have failed to come up with the most appropriate leadership style, so as Hoima LG. 
Hoima LG is among the poor-performing LGs in Uganda. From the Local Government Performance Assessment (LGPA) report of 2020, Hoima is ranked 123 out of 146 local governments assessed for Performance in 2020. The service delivery performance of Hoima Local Government has dwindled over the years, from 2017 to 2020(Hoima LGPA Report 2020).
At Hoima Local Government, the employees have poorly administered, mobilized revenues and managed government projects like road construction and other infrastructures (Hoima LGPA Report, 2020) due to poor approach of leadership, as well as there has been poor documentation and record keeping  by the leaders at the Local government about these projects.
It is not clear as to what has influenced decline in employee performance at the local government of Hoima. This performance below target could be as a result of ineffective leadership styles started by top management, therefore, this knowledge gap influenced the researcher to investigate the case, considering Hoima LG as a suitable study area.

[bookmark: _Toc143646464]1.2 Purpose of the study
To make appropriate recommendations, the study aims to find out the impact of leadership style on employee performance at Hoima district local Government.
[bookmark: _Toc143646465]1.2.1 Specific Objectives of the study
1. To examine the relationship between autocratic leadership style and employee Performance at the local Government of Hoima district.
2. To establish the relationship between Laissez-faire leadership style and employee performance at the local Government of Hoima district.
3. To determine the relationship between democratic leadership style and employee performance at the local Government of Hoima district.
[bookmark: _Toc143646466]1.3 Research questions
1. What is the relationship between autocratic leadership style and employee Performance at the local Government of Hoima district?
2. What is the relationship between Laissez-faire leadership style and employee Performance at the local Government of Hoima district?
3. What is the relationship between democratic leadership style and employee Performance at the local Government of Hoima district?
[bookmark: _Toc143646467]1.4 Hypotheses of the study
1. There exists no significant relationship between autocratic leadership style and employee Performance at the local Government of Hoima district.
2. There exists no significant relationship between Laissez-faire leadership style and employee Performance at the local Government of Hoima district.
3. There exists no significant relationship between democratic leadership style and employee Performance at the local Government of Hoima district.
[bookmark: _Toc143646468]1.5 Significance of the study
After the insight this study will provide on the relationship between different leadership styles and employee performance, the LGs will be able to use the findings of this study to improve organizational Performance and employee performance in Uganda. This research will also help individuals who find themselves in a leadership role at the LGs, noting the best and most appropriate form of leadership to employ in situations most important to increased productivity and Quality of work. 
[bookmark: _Toc143646469]1.6 Theoretical framework
Fielder first developed the contingency theory in 1967. The theory describes how situational variables interact with a leader's personality and behaviour. The author believes that situations create different leadership style requirements for a leader. For example, in a highly familiar environment where repetitive tasks are the norm, a relatively directive leadership style may result in the best Performance (Priyashantha, 2016; Raza & Sikandar, 2018). However, a more relaxed, participative style may be required in a dynamic environment (Raza & Sikandar, 2018). Fiedler claimed that leader-member relations, task structure, and position power dictate a leader's situational control (Raza & Sikandar, 2018). This theory was selected for this research study because it explains how leadership style has influenced the Performance of employees. The theory has still been employed and tested by researchers in different countries. Therefore, it was found to be the most realistic one among other theories. 
[bookmark: _Toc143646470]1.7 Conceptual framework
The purpose of a framework is to clarify concepts and explain relationships among the variables in the study, provide a context for interpreting the study findings, and explain observations. It illustrated the relationship between leadership style and employee performance. Employee performance, the dependent variable in this study, is conceptualized by efficiency, Quality, productivity, and timeliness.











[bookmark: _gjdgxs]Independent variables
Leadership style
  
Dependent variable  
Laissez faire leadership  
· Minimum Supervision 
· Decision making 
· Freedom of expression  
· Provision of task requirements 




  
 


Democratic leadership 
· Group participation 
· Collective responsibility
· Hospitality from supervisors 
· Involved in decision making 
Autocratic leadership  
· No consultation from employees 
· Restriction of employees 
· The dictatorship of the superiors 
· Limited response from the superior 


Employee performance
4. Efficiency 
5. Quality  
6. Productivity  
7. Timelines  



























In the conceptual framework depicted in Figure 1 above, leadership style, the independent variable, was hypothesized to influence employee performance. The framework showed that Autocratic, Laissez faire, and democratic leadership styles directly affected employee performance. On the other hand, employee performance as the dependent variable was measured in terms of efficiency, Quality, productivity, and timeliness. Where efficiency is the ability to produce the desired outcomes by using as minimal resources as possible, effectiveness is the ability of employees to meet the desired objectives or target (Tukunimulongo, 2016). Productivity is theoutput ratio to that input (Tukunimulongo, 2016). Quality is characteristic of products or services that satisfy stated or implied needs (Khulan et al., 2018). Therefore, the conceptual framework portrayed the relationship between leadership styles and employee performance. [bookmark: _Toc141035302]Figure 1.1: Conceptual framework
Source: (Amussah, 2020)

[bookmark: _Toc143646471]1.8 Scope of the study
The study investigated how the selected three leadership styles influence the Performance of employees at LG. This will bridge the gap between employee performance and leadership, hence contributing to improving the Performance of the LG in Uganda. The study will be conducted from Hoima LG. Hoima district is located in the North West of Kampala, approximately 230 km. The district borders Kibaale in the South, Kiboga in the East, Masindi in the North East and Lake Albert in the West. The district comprises the Municipal council, County council and Town Council. Therefore, conducting research from this study area will take three months of data collection. 
[bookmark: _Toc143646472]Operational definition of terms
 Employee performance is understood as employees’ ability and willingness to perform the required tasks or jobs, which can be measured in accordance with the key result areas or key performance indicators (Watetu, 2009). 
Leadership is the ability to influence other people toward the achievement of goals. It is about coping with the change or path finding .leadership establishes direction by developing the vision of the future and aligning people by communicating this vision and inspiring them to overcome handles (Dahkoul, 2018).
Autocratic leadership is the leader who minimizes employee input in the organization's decision-making, retains the final decision-making authority, uses threats and punishments for the employees and is viewed as bossy and controlling (Dahkoul, 2018).
Democratic leadership is a leader who gives employees a voice in the organization's decision-making, encourages employees to express their ideas and make suggestions, and discourages employees from leaving the organization and making jobs satisfying and enjoyable (Dahkoul, 2018).
Laissez-faire leadership is where leaders allow their followers to have the autonomy to make decisions and manage their desks (Pyo, 2005). 

















[bookmark: _Toc143646473]
CHAPTER TWO
[bookmark: _Toc143646474]LITERATURE REVIEW
[bookmark: _Toc143646475]2.0 Introduction 
Chapter two presents’ reviews of the published literature on the topic by competent researchers and scholars. This involved a review and discussion of the research surrounding the study. So, the purpose is to review a portion of the research on leadership styles and employee performance published in journals, books, magazines, and articles. It is organized under the following headings; introduction, review of pertinent literature to the research variables, and chapter summary.

[bookmark: _Toc143646476]2.1 Leadership 
According to Wilkinson et al (2010), leadership is simply the ability to persuade people to willingly change their behavior to do the work assigned to them with the group's assistance.  Wolf Thom (2006) claims leadership is how a person persuades others to achieve shared objectives. Modern leaders engage with their subordinates and broaden their interests instead of relying on their legitimate authority to get them to do what they are told (Haruna, 2022).
The act of inspiring, motivating, and directing other people's actions to advance a group's or an organization's goals is known as leadership (Northhouse, 2016). Leadership is the capacity to persuade a group of people to achieve a common objective. Akparep et al (2019) asserted that for leaders to exhibit high quality, they must be aware of the many leadership philosophies and how to use them in various contexts, as Fielder's contingency theory recommended. Transformational leadership, ethical leadership, democratic leadership, laissez-faire leadership, and autocratic leadership are some examples of possible leadership philosophies. However, only democratic leadership, laissez-faire leadership, and autocratic leadership were covered in length in this study.
[bookmark: _Toc143646477]2.2.1 Democratic Leadership 
According to Lewin's research, democratic leadership, also called participatory leadership, is often the most effective type. Democratic group leaders provide direction but also engage with the group and welcome feedback from other participants. For example, in Lewin's study, children in the democratic leadership group were less productive than those in the authoritarian group, but their contributions were of a higher caliber.
Participant/ democratic leaders promote group participation while maintaining the final say in decision-making. Participants in a group feel invested in the process and are more inspired and inventive. Democratic leaders frequently give their followers the impression that they are an integral part of the team, encouraging loyalty to the group's objectives. This type of leadership often involves the leader presenting the issue to the group and encouraging discussion. Instead of acting as a decision-maker, the leader's position is that of the conference chair. Instead of making the decision as the group's boss and imposing it, he or she will allow it to emerge from the group discussion process.
[bookmark: _Toc143646478]2.2.2 Autocratic leadership style   
Without consulting his followers, the leader establishes policy and assigns tasks to members in an authoritarian leadership style. As a result, in an autocratic leadership style, the leader and followers have different levels of control. Next, managers regularly monitor workers to ensure proper performance. Autocratic leaders set clear expectations for what needs to be done, when it should be done, and how it should be done, according to Fakhri Jdetawy (2018). In a crisis or as a last resort, an autocratic leadership style may be effective (Hussein Ali et al., 2017). The most significant detrimental effect it has, though, is on the entire company culture. This leadership style places all decision-making in the hands of the leader, who discourages input from subordinates (Fakhri Jdetawy, 2018; Hussein Ali et al., 2017; Lewin, 1939).
Lewin concluded that switching from an authoritative to a democratic style is more complex than the opposite. Abusing this technique is typically seen as being tyrannical, domineering, and authoritarian. When there is limited time for group deliberation or the leader is the group's most knowledgeable member, authoritative leadership is most effective. The autocratic style might be beneficial when a situation necessitates making quick choices and taking prompt action (Akparep et al., 2019). Nonetheless, it frequently turns followers against the tyrannical leader and produces dysfunctional, toxic situations.
[bookmark: _Toc143646479]2.2.3 Laissez-faire leadership style 
Laissez-faire, which translates to "let it be," is a French expression. The phrase "hands-off style" is another name for the laissez-faire leadership approach. According to Jean-baptiste (2001), laissez-faire leaders must be more interested in making choices and instead defer to their followers. According to Akinola (2020), in this leadership style, all authority or power is delegated to the staff, which are then required to set goals, make decisions, and deal with issues independently. According to Izidor & E.B.J (2015), a laissez-faire leadership style is most likely successful when each team member is seasoned, highly talented, dependable, driven, and capable of working independently.
According to Musekura (2013), a laissez-faire leadership style can benefit and harm a business. According to NawoseIng’ollan & Roussel (2017), the leadership style can only be beneficial if the team members successfully manage their time and have the knowledge, skills, and enthusiasm to complete their work. Karia & Abu Hassan Asaari (2019) has also displayed some effective leadership traits. He claimed that the fundamental advantage of a laissez-faire leadership style is that it provides team members with much autonomy, which can result in high job satisfaction and improved organizational efficiency. This implies that workers under laissez-faire leadership will perform better if they are happy with their jobs.
Karia & Abu Hassan Asaari (2019) discovered that this style could be effective when group members are highly competent in their expertise. However, it frequently results in poorly defined roles and a lack of motivation. Sometimes the laissez-faire attitude results in inadequately defined roles within the group (NawoseIng’ollan & Roussel, 2017). Team members may need more guidance to fully understand their roles within the organization and what they should be doing with their time since they receive little to no guidance (Karia & Abu Hassan Asaari, 2019; NawoseIng’ollan & Roussel, 2017). 
[bookmark: _Toc143646480]2.3 Employee Performance  
It is critical to explore the idea of individual performance since the effectiveness of an organization depends on the calibre of the workforce at all organizational levels (Carin et al., 2018). For them, an organization's effectiveness may be gauged by looking at the performance of its employees. An organization's greatest assets are its people, and individuals and groups have come to understand how crucial people are to an organization's success (Raza & Sikandar, 2018).
Human resources are crucial in improving an organization's performance (Armstrong & Baron, 1998). The achievement of objectives within an organizational setting, or the performance of an organization, ultimately results from the contributions of numerous individuals (Kabachinski, 2010). The successful management of individual performance is essential to the organization attaining its strategic goals, according to (Mulyani et al., 2019). Despite the employee's desire to do well and receive recognition, performance must develop spontaneously. This desire needs to be supported, encouraged, and fostered (Adnan et al., 2021; Watetu, 2009). 
[bookmark: _Toc143646481]2.4 Empirical literature on leadership styles and employee performance  
To manage a company effectively, a leader must be effective. Different leadership philosophies have correspondingly varying outcomes. According to Lewin et al. (1939), a leader's leadership style will influence how a group of people behaves. For an organization to function well, it is necessary to understand the connections between personnel performance, leadership style, and job performance.
The impact of diverse leadership techniques and styles on the performance of the organization and the subordinates has been the subject of numerous studies in the past. As an illustration, an earlier study on the relationship between leadership styles and firm employee performance identified the following leadership styles as typical in organizations: authoritarian, democratic, laissez-faire, bureaucratic, etc. According to earlier studies, having a successful leadership style is essential for reaching corporate objectives. The article further suggested that effective leadership practices can be adapted to match business strategy with employee motivation and morale, improving employee performance.
Nwokocha (2015) evaluated the traits of an autocratic leadership style, which suggests that a company with this leadership style will experience high employee discontent, ultimately resulting in impaired performance. Previous research has also shown that a democratic leadership style aids the firm in accomplishing its goals by increasing employee commitment. Subordinates feel they are a part of the organization when they are included in decision-making as stakeholders. Their output will increase and remain with the company for a long time. A failure of the organization signifies the failure of the employee's commitment to the organization's development, and they will be more willing to make significant efforts on behalf of that organization.
A significant positive relationship exists between perceived democratic leadership style and employee organizational commitment. However, Donna (2011) pointed out five fundamental challenges of the democratic leadership style: competency, crises, consensus, pseudo-participation, and adherence. He further concluded that overcoming these five negatives of the democratic leadership style will allow organizations to fully benefit from the advantages of this management style, such as higher employee performance. This is because a working environment with a democratic leadership style creates opportunities for employees' empowerment, creativity, initiative, participation, career growth, development and succession, and also provides for a safe future within the organization.  
Laissez-faire also has a detrimental impact on organizational behaviour, job satisfaction, job involvement, and organizational citizenship behaviour, according to earlier studies. For enterprises to thrive in today's competitive business environments, it is necessary to create an enabling environment. However, this leadership style has a good impact when staff are well-trained and skilled. The impact of leaders on the actions of their workforce is typically used to gauge leadership effectiveness. A successful leader can persuade their followers to act in a way that produces favourable results.
[bookmark: _Toc143646482]2.5 Summary of literature review 
An exhaustive but summarized examination of empirical studies on leadership practices and worker performance revealed a patronizing reference to a clear correlation between the two. Even Nevertheless, questions about whether such scientific data is universally applicable to all work environments are raised by variations in prior findings. So, the scenario mentioned above in numerous sectors is a call to action for more significant research on the relationship between leadership styles and worker performance to align, contrast, or revise current scholarly viewpoints on leadership. This study aimed to fill the gap in the body of knowledge regarding what factors affect organizational effectiveness in Uganda.






















[bookmark: _Toc143646483]CHAPTER THREE
[bookmark: _Toc143646484]METHODOLOGY
[bookmark: _Toc143646485]3.0 Introduction 
The chapter presents the research methodology that was used in the study. This chapter comprises research design, study population, sample size determination, sampling techniques, data collection instruments, quality control (validity and reliability), and data analysis. The rationale for this chapter is how data for the study was collected, analysed and interpreted to answer the research questions or test the research hypotheses, hence meeting the purpose of the study. 
[bookmark: _Toc143646486]3.1 Research design 
A cross-section study research design was applied using quantitative approaches. Cross-section studies help understand current scenarios of the problem as it stands at the time of the study. Under the qualitative approach, there was literature review to understand the study parameters; leadership styles (autocratic leadership, democratic leadership and laissez-faire leadership) and employee performance. Quantitative research is an approach for testing objective theories by examining the relationship among variables. These variables, in turn, can be measured, typically on instruments, so that numbered data can be analysed using statistical procedures. Therefore, the relationship between leadership style and employee performance was tested.  
[bookmark: _Toc143646487]3.2 The Study population 
The study population comprised of employees of LG in the Hoima district. LG has eight directorates from where participants were selected. These directorates include; the inspectorate department, planning department, finance department, public works department, and public health department. 

[bookmark: _Toc143646488]3.3 Determination of sample size 
It was asserted that a sample size of over 50 respondents was good enough to bring about desirable findings about the problem study (Delİce, 2001). The sample size was selected based on the table of Krejcie and Morgan, as cited in McNaughton & Cowell (2018). According to Morgan and Krejcie (1970), a sample size of 50% and above was considered appropriate because of its accuracy, less time-consuming and cost-effectiveness. Therefore, a sample size of at least 8 to 14 respondents was selected from anticipated total of 15 employee from each directorate, as shown in Table 3.1 below. 
[bookmark: _Toc143649222]Table3.1: Proposed sample size
	Category  
	
	Sample size 
	Sampling technique  

	Public works department 
	
	12
	 Stratified sampling   

	Planning department
	
	08
	Stratified sampling   

	Inspectorate Department
	
	14
	Simple random sampling  

	Finance department
	
	12
	Simple random sampling  

	Public health department
	
	08
	Simple random sampling  

	Total 
	
	54
	 


Source: Adopted from Krejcie & Morgan (1970) 
[bookmark: _Toc143646489]3.4 Sampling techniques 
The researcher applied stratified sampling and simple random sampling techniques. Stratified was used in a way people would be divided into subgroups for maybe a same department called strata’s based on gender and more others whereas Simple random sampling will be used in the selection of the study participants so that all get equal chance to be chosen. Employees from each directorate will have equal chances of being selected as the study participants.

[bookmark: _Toc143646490]3.5 Data collection instrument 
The researcher will use closed-ended questionnaires in the research study. A questionnaire is a research instrument containing questions on defined issues under study that is put to respondents for answering (McNaughton & Cowell, 2018). This method is preferred because it is suitable considering the large sample size, as it saves time, and the responses generated are easy to quantify and analyse (McNaughton & Cowell, 2018). It was administered to staff and members in the different directorates of LG. A five-point Likert scale was used in these questionnaires to ease data processing and analysis. The scale was marked 1-5; it represents strongly disagrees, and five strongly agree. 
[bookmark: _Toc143646491]3.6 Validity and Reliability 
[bookmark: _Toc143646492]3.7.1 Validity 
The validity of research instruments was checked through content and face validity approaches. These approaches ensure that the research instruments that was used are adequate. This was done by discussing instruments with research supervisors. During this process, the researcher removed items that are judged invalid. The researcher used the supervisors' expert judgment to verify the instruments' validity. The CVI (Content Validity Index) was computed by summing up the two supervisors’ ratings and dividing by the total number of items. The items rated not relevant for the study was removed and replaced with relevant ones. The formula for the computation of CVI is shown below; 
 
CVI = No. of items rated relevant by all judges 
                       Total no. of items 
For the instrument to be considered valid, the C.V.I should be at least 0.7 or higher.  
[bookmark: _Toc143646493]3.6.2 Reliability  
The total Reliability was checked using the internal consistency method Mugenda and Mugenda (1999) recommended. Reliability was determined through the use of Cronbach’s coefficient Alpha. According to Sekaran (2003), for Reliability to be considered reliable, it should be 0.70 or higher.  
It was therefore found that the CVI for this research study to be 0.85, indicating a high reliability for the research instrument.  

[bookmark: _Toc143646494]3.7 Data management and analysis 
[bookmark: _Toc143646495]3.7.1 Data management
Data management involves reducing errors in obtained data and coding variables. The data obtained from the LG regarding leadership and employee performance was entered to excel, from where it was cleaned and coded before exporting to SPSS for further analysis. The missing variables was coded as 99, indicating no response. 
[bookmark: _Toc143646496]3.7.2 Data analysis 
[bookmark: _Toc117611100]Graphical analysis of the data was done using SPSS. This showed the percentage distribution of the background characteristics for the study participants using pie charts and bar graphs. Pearson's Chi-square test was used to test the association between employee performance and leadership styles. Independent variables that turned out significant (P ≤ 0.05) at a 5% significance level were considered for further analysis. 










[bookmark: _Toc143646497]CHAPTER FOUR
[bookmark: _Toc143646498]RESEARCH FINDINGS AND DISCUSSION
[bookmark: _Toc143646499]4.1 Introduction 
This chapter presents the research findings through data analysis. It includes background information on the study participants, as well as their performance, and the different leadership styles explored, including democratic, autocratic, and laissez-faire. See below for further details. 
[bookmark: _Toc143646500]4.2 Presentation of Findings 
Out of the 54 questionnaires that were sent out to respondents, 40 were returned and filled out correctly, while 14 were left unfilled.
Table 4 1: Response Rate Analysis
	Category
	Frequency
	Percentage

	Returned filled 
	40
	74.1

	Returned not filled 
	14
	25.9

	Total
	54
	100



According to the results in table 4.1, 74.1% of the people surveyed participated in the study, while 25.9% did not fill out the questionnaires. This suggests that the response rate accurately reflected the study population. The analysis is consistent with Cooper's (2014) recommendation that a response rate of over 50% is suitable for data analysis.
[bookmark: _Toc143646501]4.3 Background information of the study participants 
The study findings indicate that majority of the respondents at 58% were male respondents while 42% were female respondents. The findings imply that Hoima District adhered to the gender imbalance ratio of one third female representation which is in line with the Ugandan constitution which states that gender equity should not exceed 66% for either gender.  The findings are presented on the Figure 4.1 below. 


[bookmark: _Toc141035320]Figure 4. 1: Gender by percentage distribution

The study sought to find out the age bracket of the respondents who participated in the study. The findings depict that 33% of the respondents were aged between 36-45 years, followed by 30% were between 26-35 years, 20% were below 25 years and 17% of the respondent were 46-55 years old. The analysis imply that the age distribution was well crafted by the organization. It was also evident that the organization constitutes of experienced and mature employees between 36-45 years of age. The findings are presented on the Figure 4.2 below; 

[bookmark: _Toc141035321]Figure 4. 2: Percentage distribution of respondent`s age 
The study findings indicate that the majority of the participants (87%) support staff, followed by the participants who were middle level management at 9% and 4% who were the top-level management. This indicate that support staff dominated that study. The findings are presented on the Figure 4.3 below;  

[bookmark: _Toc141035322]Figure 4. 3: Management level by percentage distribution
In order to determine the highest level of education of the respondents who participated in the study, majority of the respondents at 56% were diploma graduates, 37% had secondary education as their highest and 7% of the respondents had a degree. This analysis implies Hoima District employees are less educated. The findings are presented on the Figure 4.4 below; 

[bookmark: _Toc141035323]Figure 4. 4: Education level by percentage distribution

Concerning length of service within the district, it is evident that majority of the respondents at 47% had served the organization for 2-6 years, followed by 25% who have worked for 6-10 years, 17% have served for more than 10 years and 11% of the respondents have served the organization for less than 2 years. The findings are presented on Figure 4.5 below;         


[bookmark: _Toc141035324]Figure 4. 5Length of service by percentage distribution
[bookmark: _Toc143646502]4.4 Findings per objectives of the study 
 
This section analysed employee performance which examined multiple questions. These questions focused on how the different statement of leadership style influence employee the employee performance. 
[bookmark: _Toc143646503]4.4.1 Democratic style of leadership and employee performance
[bookmark: _Toc141035373][bookmark: _Toc143649252]The purpose of this objective was to find the extent to which democratic leadership style contributes to employee performance at Hoima district.  The researcher used questionnaires to get responses from the various respondents. Six items were used to explore the contribution of democratic style of leadership to employee performance. 
Table 4.1: Effect of democratic leadership to employee performance
	Statement 
	SA
	A
	NS
	D
	SD

	My team leader listens to the team’s views before making final decisions.
	18(47%)
	17(43%)
	1(2%)
	2(4%)
	2(4%)

	My team leader freely interacts with the team.
	3(7%)
	10(25%)
	6(15%)
	15(38%)
	6(15%)

	My team leader takes pride in winning as a team.
	3(7%)
	23(59%)
	4(10%)
	5(12%)
	5(12%)

	My team leader sets clear goals allowing people to use their initiative
	1(2%)
	13(33%)
	2(4%)
	15(38%)
	8(19%)

	My team leader recognizes staff’s achievements with encouragement and support
	4(11%)
	16(42%)
	2(4%)
	13(33%)
	4(10%)

	My team leader demonstrates trust in others to perform effectively
	8(19%)
	17(43%)
	6(16%)
	7(18%)
	2(4%)



 Findings in Table 4.1 show that majority of the respondents (47% strongly agreed and 43% agreed) agreed that their team leader listens to the team’s views before making final decisions, well as some disagreed upon this statement (4% disagreed and 4% strongly disagreed). It was established that majority of the respondents disagreed (38% disagreed and 15% strongly disagreed) to the statement that their team leader freely interacts with the team, well as some of the participants agreed upon this statement (7% agreed and 35% strongly agreed). 

The majority of the participants agreed (59% agreed and 7%strongly agreed) that their team leader takes pride in winning as a team, well as some of the participants disagreed upon this statement (12% disagreed and 12% strongly disagreed). The study findings still indicated that the majority of the participants disagreed (38% disagreed and 19% strongly disagreed) that their team leader sets clear goals allowing people to use their initiative, well as some participants agreed upon this statement (2% strongly agreed and 33% agreed).
The study findings indicated that the majority of the participants agreed (11% strongly agreed and 42% agreed) that their team leader recognizes staff’s achievements with encouragement and support, well as some participants disagreed upon this statement (33% disagreed and 4% disagreed). The study findings indicated that the majority of the participants agreed (19% strongly agreed and 43% agreed) that their team leader demonstrates trust in others to perform effectively, well as some participants disagreed upon this statement (18% disagreed and 4% disagreed).
Therefore, as far as employee involvement in decision making is concerned democratic leadership style has fairly affected performance at Hoima district.  The relationship between employee performance and democratic leadership style was tested. 










[bookmark: _Toc143646504]
4.4.2 Correlation between democratic leadership style and performance of employees 

[bookmark: _Toc141035374][bookmark: _Toc143649253]Table 4.2: Correlation between democratic leadership style and performance of employees
	 
	  
	Democratic  
	Employee performance  

	Democratic  
 
	 Pearson Correlation 
	1
	.501**

	
	 Sig. (2-tailed) 
	
	.000

	
	N 
	40
	40

	 
Employee performance 
	   Pearson Correlation 
	.501**

	1


	
	Sig. (2-tailed)
	.000
	

	
	N 
	40
	40


**. Correlation is significant at the 0.05 level (2-tailed). 
 
Table 4.2 shows a moderate positive correlation between democratic leadership style and employee performance (r=.501** p<0.05). This means that an increase in democratic leadership style, other factors remaining constant is likely to increase the level of employee performance by 50.1%. Therefore, it can be concluded that employee performance is moderately being influenced by democratic leadership style.
[bookmark: _Toc143646505]4.4.3 Autocratic leadership style and performance of employee 
The purpose of this objective was to find the extent to which autocratic leadership style influences employee performance. The researcher used questionnaires to get responses from the various respondents. Six items were used to explore the contribution of autocratic leadership style to employee performance. The findings are presented in Table 4.4 below. 
[bookmark: _Toc141035375]






[bookmark: _Toc143649254]Table 4.3: Effect of autocratic leadership style and performance of employee
	Statement 
	SA
	A
	NS
	D
	SD

	Team leader effectively organizes work activities
	4(10%)
	9(23%)
	4(10%)
	8(20%)
	15(38%)

	Accepts accountability for actions taken
	6(15%)
	16(40%)
	2(5%)
	8(20%)
	8(20%)

	Understands the value of team work
	11(28%)
	16(40%)
	5(13%)
	5(13%)
	4(10%)

	Schedules and coordinates work in a manner which ensures productivity
	9(23%)
	8(20%)
	3(8%)
	12(30%)
	8(20%)

	Understands that every member has a different set of motivational stimuli
	11(28%)
	14(35%)
	6(15%)
	4(10%)
	5(13%)

	Celebrates and rewards individual and team achievements
	8(20%)
	14(35%)
	6(15%)
	7(18%)
	4(10%)



Table 4.3 shows that the majority of the participants disagreed (20% disagreed and 38% strongly disagreed) that they effectively organize work activities, well as other participants upon the statement (10% strongly agree and 23% agree). The study findings indicate that the majority (15% strongly agree and 40% agree) of the participants agreed upon the statement that they accept accountability for actions taken, well as some of the participants disagreed upon this statement (20% disagree and 30% strongly disagree).

The study findings indicate that the majority (28% strongly agree and 40% agree) of the participants agreed upon the statement that they understand the value of team work, well as some of the participants disagreed upon this statement (13% disagree and 10% strongly disagree). The majority of the participants disagreed (30% disagreed and 20% strongly disagreed) that they schedule and coordinate work in a manner which ensures productivity, well as other participants upon the statement (23% strongly agree and 20% agree).
The study findings indicate that the majority (28% strongly agree and 35% agree) of the participants agreed upon the statement that they understand that every member has a different set of motivational stimuli, well as some of the participants disagreed upon this statement (10% disagree and 13% strongly disagree). The study findings indicate that the majority (20% strongly agree and 35% agree) of the participants agreed upon the statement that Celebrates and rewards individual and team achievements, well as some of the participants disagreed upon this statement (18% disagree and 10% strongly disagree). 
This indicate that employees were involved in setting performance requirements, which yields better employee performance.  Therefore, the level of significance was also tested and results are presented in the Table 4.5 below. 
[bookmark: _Toc143646506] 4.4.4 Correlation between autocratic style and employee performance 

[bookmark: _Toc141035376][bookmark: _Toc143649255]Table 4.4: Correlation between autocratic leadership style and performance of employees
	 
	 
	Autocratic leadership  
	Employee performance  

	Autocratic leadership  
	Pearson Correlation 
	1
	.373**

	
	Sig. (2-tailed) 
	
	.000

	
	N 
	40
	40

	Employee performance  
	Pearson Correlation 
	.373**
	1

	
	Sig. (2-tailed) 
	.000
	

	
	N 
	40
	40


 **. Correlation is significant at the 0.05 level (2-tailed). 
 
Table 4.4 above shows a weak positive correlation between autocratic style of leadership and employee performance (r=.373**P<0.05). This means that an increase in autocratic leadership style, other factors remaining constant, is likely to increase the level of employee performance by 37.3%. Therefore, it can be concluded that employee performance is less influenced by influenced by autocratic leadership style. 
[bookmark: _Toc143646507]4.4.5 Laissez Faire style and employee performance  
The purpose of this objective was to find out the extent to which laissez faire style of leadership influences employee performance. The researcher used questionnaires to get responses from the various respondents. Six questions were used to explore the contribution of laissez faire style of leadership to employee performance. The findings are presented in Table 4.6 below. 

[bookmark: _Toc141035377][bookmark: _Toc143649256]Table 4.5: Effect of Laissez Faire style and employee performance
	Statement 
	SA
	A
	NS
	D
	SD

	Provides no direction to employees
	4(10%)
	9(22%)
	1(2%)
	21(52%)
	6(14%)

	Gives employees as much freedom as possible to determine goals, make decisions and resolve problems
	6(14%)
	10(26%)
	1(3%)
	16(41%)
	6(16%)

	Spends most of his time outside the project premises
	2(6%)
	12(31%)
	3(8%)
	18(44%)
	4(11%)

	Is absent from work when needed
	5(12%)
	4(10%)
	0
	22(56%)
	9(22%)

	Gives us tasks and leaves us to accomplish them in the best way we wish
	6(14%)
	6(14%)
	2(6%)
	17(43%)
	9(23%)

	Authority and control of resources is equally distributed among the team
	5(13%)
	4(11%)
	3(7%)
	24(62%)
	3(7%)



Table 4.5 indicate the majority of the participants disagreed (52% disagree and 14% strongly disagree) to the statement that their supervisor provides no direction to the employees, well as some of them agreed upon this statement (10% strongly agree and 22% agree). The majority of the participants disagreed (41% disagree and 16% strongly disagree) to the statement that their supervisor gives employees as much freedom as possible to determine goals, make decisions and resolve problems, well as some of them agreed upon this statement (14% strongly agree and 26% agree).
The majority of the participants disagreed (44% disagree and 11% strongly disagree) to the statement that their supervisor spends most of his time outside the project premises, well as some of them agreed upon this statement (6% strongly agree and 31% agree). The majority of the participants disagreed (56% disagree and 22% strongly disagree) to the statement that their supervisor is always absent from work when needed, well as some of them agreed upon this statement (12% strongly agree and 10% agree).
The majority of the participants disagreed (43% disagree and 23% strongly disagree) to the statement that their supervisor gives them tasks and leaves them to accomplish them in the best way they wish, well as some of them agreed upon this statement (14% strongly agree and 14% agree). The majority of the participants disagreed (62% disagree and 7% strongly disagree) to the statement that the authority and control of resources is equally distributed among the team, well as some of them agreed upon this statement (13% strongly agree and 11% agree).
[bookmark: _Toc143646508] 4.4.6 Correlation between Laissez Faire style and performance of employees 
[bookmark: _Toc141035378][bookmark: _Toc143649257]Table4.6: Correlation between Laissez Faire style and performance of employees
	 
	 
	Laissez Faire style

	Employee performance

	 
	Pearson correlation  
	1
	.651**

	Laissez Faire style 
	Sig. (2-tailed) 
	
	.000

	
	N 
	40
	40

	Employee performance  
	Pearson correlation  
	.651**
	1

	
	Sig. (2-tailed) 
	.000
	

	
	N 
	40
	40


 
** Correlation is significant at the 0.05 level (2-tailed). 
 
Table 4.6 above shows a strong positive relationship between laissez faire leadership style and employee performance (r=.651** p <0.05). The positive relationship indicates that the two variables (laissez faire leadership style and employee performance) move in the same direction. 


[bookmark: _Toc143646509] 4.4.7 Employee performance  
[bookmark: _Toc141035372][bookmark: _Toc143649258]Table 4.7:  Showing responses on performance of employees 
	Statement  
	SA
	A
	NS
	D
	SD

	I understand the procedures and policies of my organization 
	11(27%)
	26(66%)
	0
	1(2%)
	2(5%)

	I actively get involved in projects so as to benefit my organization 
	15(38%)
	24(60%)
	0
	0
	1(2%)

	I always keep my superiors well informed about my work 
	5(13%)
	12(30%)
	1(2%)
	16(41%)
	6(14%)

	I work well with other employees 
	2(6%)
	22(56%)
	1(2%)
	8(20%)
	6(16%)

	I take part in solving problems in my organization 
	7(17%)
	21(53%)
	3(7%)
	6(14%)
	4(9%)




Table 4.7 show that the majority of the participants (27% strongly agree and 66% agree) do understand the procedures and policies of the organization, well as others disagreed upon this statement (2% disagreed and 5% strongly disagreed). This indicate that a larger proportion of the participants were efficient at work.  It was established that; majority of the participants actively got involved in projects so as to benefit their organization. It was only 2% of the participants who never got involved. Therefore, a larger proportion of the participants were effective at work. 

The majority of the participants (41% disagreed and 14% agreed) always never informed their supervisor about their work, well as a few did inform their supervisors always (13% strongly agreed and 30% agreed).  Majority of the participants (6% strongly agreed and 56% agreed) agreed that they work well with other employees, well as some disagreed upon this statement (20% disagreed and 16% strongly disagreed). This indicates that a large proportion of the participants were effective at work. 
Majority of the participants (6% strongly agreed and 56% agreed) agreed that they take part in solving problems in the organization, well as some disagreed (20% disagreed and 16% strongly disagreed) upon this statement. Therefore, respondents who work well with their employees dominated the study. Majority of the participants (17% strongly agreed and 53% agreed) agreed that they take part in solving problems the organization, well as some disagreed upon this statement (14% disagreed and 9% strongly disagreed). It can therefore be concluded that; on average, the majority of the participants were effective at work.  



















[bookmark: _Toc143646510]CHAPTER FIVE
[bookmark: _Toc143646511]SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
[bookmark: _Toc143646512]5.1 Introduction 
Chapter five presents summary, conclusion and recommendations on the research study findings. The summary gives an overview of the research from which conclusions and recommendations are drawn in relation to the research. 
[bookmark: _Toc143646513] 5.2 Summary 

The study found out a moderate positive but strong relationship (r=.501**p<0.000) between democratic leadership style and employee performance. This study found that involvement and inclusion of employees in decision making, collective participation, teamwork and consultative leadership is likely to result in better or enhanced employee performance levels. 
 
The study found out a weak positive relationship (r=.373**p<0.000) between autocratic leadership style and employee. This study found that close supervision, limited participation   and strict following of organizational rules, procedures is likely to result into better or boosted employee performance levels. 
The correlations revealed a positive strong influence of laissez faire leadership style on employee performance (r=.651**p<0.000). This study found that less use of structures, minimum supervision, minimum direction and maximum freedom to employees is likely to result in better or improved employee performance levels in fulfilling duties, and achieving departmental goals.  
[bookmark: _Toc143646514]5.3 Conclusions 
Study found that a strong positive influence of democratic style of leadership on employee performance, whereby a change in democratic style of leadership was related to considerable change in employee performance where better democratic style of leadership for employee performance was related to high employee performance and vice versa. This has greatly enhanced employee performance in the organization.  
The study found that a moderate positive influence of autocratic style of leadership on employee performance, whereby a change in autocratic style of leadership was change in employee performance where better autocratic style of leadership for employees was related to high employee performance and vice versa. The researcher further concluded that abusive supervision involved in autocratic style of leadership could create craziness among workers hence reducing motivation levels to work. 
Study found that a strong positive relationship between Delegative style of leadership and employee performance in the Directorate of Public Prosecutions, Kampala headquarters, Delegative style was change in employee performance where better Delegative style of leadership for employees was related to high employee performance, and vice versa. 
Headquarters.  
[bookmark: _Toc143646515]5.4 Recommendations 
The study recommends managers or employees to get involved in employees work processes. This could improve the employee efficiency in return. 
The study recommends managers or employees to engage employees in decision-making process. This could be done by involving employee participation in Committees like finance, disciplinary, security, procurement, and welfare.  
The study recommends that management should empower its employees. Employees should make them feel part of the organization and perform maximally for the organization.  
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[bookmark: _Toc143646517]Appendix one: Research Instrument  
QUESTIONNAIRE
Answer the questions below appropriately. 
SECTION A: PERSONAL DETAILS 
Kindly indicate your Gender:  
Male [] 	Female [] 
 
Which Age bracket do you belong?  
	Below 25 [] 	    26-35 [] 
 
Management level 
	      36-45[]               46-55[]                 Over 55years [] 

	Top management [  ]  
	Middle management [  ] 	Support [  ] 


 How long have you worked at the local Government?  
0-2Yrs []                 2-5Yrs []               6-10Yrs []                                            Above 10Yrs [] 
Level of Education 
Primary [  ] 	 	Secondary [  ]  	Diploma [  ] 	 	Degree [  ] 
Masters [  ] 	 	PHD [  ] 	A-level [  ] 	 

SECTION B: LEADERSHIP STYLES 
	Statement 
	SD
	DA
	NS
	A
	SA

	Democratic style   
	 
	 
	 
	 
	 

	My team leader listens to the team’s views before making final decisions.
	 
	 
	 
	 
	 

	My team leader freely interacts with the team.
	 
	 
	 
	 
	 

	My team leader takes pride in winning as a team.
	 
	 
	 
	 
	 

	My team leader sets clear goals allowing people to use their initiative
	 
	 
	 
	 
	 

	My team leader recognizes staff’s achievements with encouragement and support 
	 
	 
	 
	 
	 

	My team leader demonstrates trust in others to perform effectively 
	 
	 
	 
	 
	 

	Autocratic style
	 
	 
	 
	 
	 

	Effectively organizes work activities 
	 
	 
	 
	 
	 

	Accepts accountability for actions taken
	 
	 
	 
	 
	 

	Understands the value of team work
	 
	 
	 
	 
	 

	Schedules and coordinates work in a manner which ensures productivity 
	 
	 
	 
	 
	 

	Makes sure staff are aware of all company policies and procedures
	 
	 
	 
	 
	 

	Celebrates and rewards individual and team achievements
	 
	 
	 
	 
	 

	[bookmark: _Hlk141002170]Laissez Faire style 
	 
	 
	 
	 
	 

	Provides no direction to employees 
	 
	 
	 
	 
	 

	Gives employees as much freedom as possible to determine goals, make decisions and resolve problems 
	 
	 
	 
	 
	 

	Spends most of his time outside the project premises
	 
	 
	 
	 
	 

	Is absent from work when needed
	 
	 
	 
	 
	 


 	 
C. EMPLOYEE PERFORMANCE  
Using the key below, please indicate the extent to which you agree with each statement. 1= Strongly Disagree 2=Disagree 3=Neutral 4=Agree 5= Strongly Agree 
	 Statement  
	1 
	2 
	3 
	4 
	5 

	I understand the procedures and policies of my organization 
	 
	 
	 
	 
	 

	I actively get involved in projects so as to benefit my organization 
	 
	 
	 
	 
	 

	I always keep my superiors well informed about my work 
	 
	 
	 
	 
	 

	I work well with other employees 
	 
	 
	 
	 
	 

	I take part in solving problems in my organization 
	 
	 
	 
	 
	 


 
In your own opinion, what recommendations would you give to the management to enhance staff performance? 
………………………………………………………………………………………………
………………………………………………………………………………………………
………………………………………………………………………………………………
………………………………………………………………………………………………
……………………………………………………………………………………………… 


THANK YOU

Percentage	23(58%)
17(42%)

Male	Female	58	42	

Percentage 	
Below 25	26-35	36-45	46-55	20	30	33	17	Age bracket (Years)


Percent 



Percentage	2(4%)
4(9%)
35(87%)

Top Level Management	Middle Level Management	Support Staff	4	9	87	Management level  


Percentage 



Percentage	3(7%)
15(37%)
22(56%)

Degree 	Secondary  	Diploma 	7	37	56	Education level 


Percentage 



Percentage	4(11%)
19(47%)
10(25%)
7(17%

Less than 2 years	2 – 6 years	6 – 10 years   	Above 10 years	11	47	25	17	Length of service 


Percentage 
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