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Abstract

This study investigated the role of leadership styles on employee performance
in Cameroon. It was anchored on the premise that leaders exhibit a series of
leadership behaviours with remarkable influence on the output of employees.
Specifically, the study identified the leadership behaviours exhibited by man-
agers in St. Veronica Medical Centre in enhancing employee performance
and the specific behaviours that affect the performance of these employees.
Methodologically, the study employed a quantitative approach which bene-
fited from a descriptive survey design. Data were gleaned from the adminis-
tration of questionnaires to 100 personnel in St. Veronica Medical Centre via
simple random sampling. The data were analyzed using SPSS 26 statistical
package. From the regression analysis, this study found that democratic,
transformational and ethical leadership styles had a significant positive effect
on performance at 95% confidence level. Democratic and transformational
leadership styles were the most predominantly used styles and did not differ
significantly with respect to sex. Authoritative leadership had the least impact
on performance proven by its insignificant and negative beta coefficient. The
conclusions of this study commend the management of St. Veronica Medical
Centre for the use of transformational and ethical leadership styles which
help build trust, inspire shared vision and encourage creativity. Hence it was
recommended that leaders of this institution should pay more attention to
developing efficient team work and express warm concern and trust to
co-workers through transformational leadership behavior. Nevertheless, other
leadership styles could be implemented occasionally for better performance.
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1. Introduction

The role of leaders in today’s organizations has changed and the success of any
organization relies on the leadership styles practiced by the leaders. Mintzberg
(2010) propounded that true leaders engage others with their consideration and
modesty because they involve themselves in what they are actually doing not for
individual gains. For the success of an organization to be secured, its labour
force needs to be inspired to invest themselves in the organisation’s mission: ef-
fectiveness can be procured if staffs are stimulated as such effective organizations
require effective leadership (Wall, Solum, & Sobol, 1992) cited in Suri (2016).

Fiedler and House (1988) indicated that organisational performance will suf-
fer in direct proportion to the neglect of this effective leadership. Ultimately it is
the individual employee who either performs, or fails to perform, a task. In order
for an organisation to perform, an individual must set aside his personal goals, at
least in part, to strive for the collective goals of the organisation (Cummings &
Schwab, 1973).

Within the context of an organisational, the outcome of performance is de-
termined by the organisation itself (Cummings & Schwab, 1973). At the core of
organizational success are the employees because of the paramount role they
play. Thus, effective leadership enables greater participation of the entire work-
force, and can also influence both individual and organisational performance
(Bass, 1997; Mullins, 1999). When leaders initiate and pursue effectiveness, it fa-
cilitates the attainment of the follower’s desires, which then results in effective
performance and overall organizational success (Fiedler & House, 1988; Maritz,
1995; Ristow et al., 1999).

Outstanding leaders, in terms of effectiveness, are perceived to show a strong
and direct, but democratic and participative leadership style, and are seen as
agents of change and visionaries who increase organisational performance (Swa-
nepoel et al., 2000). Maccoby (2000) indicated that the need of firms to flourish
in the world of escalating competitiveness, of technological advances, of altering
government regulations and of changing employee attitudes, requires an ad-
vanced level of leadership more than ever before. His views further demonstrate
the importance of leadership in the business arena.

Bass (1997) posited that in the modern business environment much research
has proven that leaders make a difference in their subordinates’ performance,
and also make a difference as to whether their organisations succeed or fail.
Kotter (1988) on his part argued for the ever-increasing importance of leader-
ship in organisations, 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 important building block
of an organization and factors which lay the foundation for high performance
must be analyzed by the organizations. Since every organization cannot progress

by depending on one or two individual effort, it is the collective effort of all the
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members of the organization. As such, performance is viewed as a major mul-
ti-dimensional concept aimed to achieve results and is highly correlated to the
strategic goals of an organization (Mwita, 2000).

However, leadership exercises a pivotal role with an influential magnitude on
employee performance across diverse organizations (Ogbonna & Harris, 2000).
The impact of multiple leadership styles on employee performance therefore
remains a bone of contention across empirical debates among researchers and
scholar alike (Gadot, 2006). Arguments culled from empirical science attest that
the output of employees ascends when piloted by extraverted leaders in scena-
rios of employee passiveness but descends when they are proactive (Grant,
Christian, & Price, 2007). Wang et al. (2005) already found that leadership has
an immense influence on the performance of employees.

Therefore, there is an urgent need for revitalization of leadership styles across
organization in Cameroon in general and St. Veronica Medical Center to be spe-
cific so as to enhance employee performance in the midst of continual rising
challenges due to scandals and unethical behaviors not just from employees but
unfortunately from leaders. Dorasamy (2010) asserted that the credibility of in-
stitutions is at risk of erosion in the absence of adherence to acceptable stan-
dards by the leadership of organizations. This is in tandem with Judge & Piccolo
(2004) who found that such disregard is rooted in outright denial by leaders to
subject themselves to ethical justification.

On the heels of the status quo is an unfortunate insufficiency of literature to
foster a full comprehension of the outcome of leadership patterns on employee
performance (Kalshoven et al., 2011) though some researchers (Brown et al.,
2005) have attempted to explore the concept of ethical leadership and its impact
on employee conduct. Generally, it seems empirical studies in management largely
ignore leadership and yet employee performance is greatly affected by either the

ethical or unethical behaviors of those who lead them.

1.1. Statement of the Problem and Justification of the Study

One central tenet of this paper is the perceived expectation of a manager or
leader to exhibit a right behaviour towards employees or subordinates. Yet in
most organizations in Cameroon, it seems that work schedules are task-focused
and routine, with no flexibility while decisions and policies are imposed on sub-
ordinates. This paper observed that in such organizations where the leadership
perceives employees as mere hands to get the job done, employees would do well
due to the standards and measure being assigned to them.

For employees to accomplish their work, managers must encourage individu-
als who report to them, co-workers, and supervisors or customers. For effective
and efficient organizational leadership, the human factor must be critically
looked into so as to enhance their productivity. St. Veronica Medical Centre has
a set of leadership standards expected to be exhibited by its managers or leaders

with the view to improving employee performance.
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Similarly, research has been carried out on related topics but this paper perce-
ives the existence of a relationship gap between leadership and organizational
performance. Leadership has mostly been studied using an organizational pers-
pective focused on strategy and organizational performance. Given its salience in
organizational environment, however, leadership may also have internal as well
as external consequences. Yet, the potential impact of leadership on internal
human resource aspects has received only minimal interest from researchers.
This research hopes to find data that will explore the impact of leadership on
employee performance especially in the context of Cameroon.

The problem for this study therefore is to establish the leadership styles that
are exhibited at St. Veronica Medical Centre and to ascertain how they affect the
performance of employees. The status quo is fostered by the insufficiency of em-
pirical data on the topic in Cameroon in general and St. Veronica specifically, a
situation which inhibits a proper understanding of the subject as much as its im-

plementation.

1.2. Research Objective

e To determine the leadership style which is predominantly used by managers
of SVMC and its effect on employees’ performance;

¢ To examine if gender determine managerial leadership styles in SVMGC;

e To develop a linear regression model which show the relationship among

leadership styles and employee performance.

1.3. Specific Research Questions

e What leadership style is predominantly used by managers of SVMC and how
does it affect employees’ performance?

¢ To what extent does gender determine managerial leadership styles in SVMC?

e How can a linear regression model be developed to show the relationship

among different leadership styles and employee performance?

1.4. Research Hypothesis

The hypotheses were tested at the 0.05 level of significance using multiple linear
regression to determine how much the criterion variable has been explained by
the predictors as well standardized beta weights to determine the relative con-
tribution of the predictors to the criterion. Also, an independent sample t test
was used to examine the variation of leadership style in terms of gender at
SVMC.

Ho,: The leadership style predominantly used by managers of SVMC has no
significant effect on employees’ performance.

Ho,: There is no significant difference between gender and leadership styles in
SVMC.

Ho,: There is no significant relationship between the estimates of the linear

regression model on leadership styles and employee performance.
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2. Literature Review

According to Armstrong (2004) leadership is simply the ability to persuade oth-
ers willingly to behave differently for achieving the task set for them with the
help of the group. Northouse (2010) sees it as a process whereby an individual
influences a group of individuals to achieve a common goal. According to
Northouse (2016) leadership is a process through which an individual influence
a group of people to attain common goals. Contemporary, leaders do not rely
upon their legitimate power to persuade individuals to do as they are told but
they take an interest in an interaction with their subordinates or they raise and
widen the interest of their subordinates (Northouse, 2016).

Leadership is the process by which a person exerts influence over people and
inspires, motivates, and directs their activities to help achieve groups or organi-
zational goals (Jones & George, 2004). Therefore leadership is the ability to in-
fluence a group towards the achievement of its goals.

Empirical evidence attributable to (Burns, 1978; Bass, 1985) reports that
transformational and transactional leadership approaches are the most impor-
tant, widely used and tested for leadership studies. Similarly, Kodish (2006) ar-
gued that for leaders to demonstrate high quality, they must be strong enough in
their ethical behaviors. In the paragraphs that ensue, these leadership styles:

2.1. Transformational Leadership

As propounded by Burns (1978) transformational leadership is a situation where
leaders encourage their subordinates to increase the level of their beliefs, morals,
perceptions, motivations and coalitions with the organization’s objectives. Trans-
formational leadership is such an engaging and inspiring relationship between
the leaders and subordinates that enables subordinates to seriously examine the
current assumptions and inspire them to think across new directions (Krishnan,
2012) and causes subordinates to give their appreciation, loyalty, obedience and
trust to their leaders and to assign tasks without any questioning (Yukl, 2006).
Transformational leaders show confidence and respect in their subordinates and
have the ability to influence their subordinate’s behavior in such a way that re-
sults in more work fulfillment and positive organizational outcomes (Givens,
2008). They help their subordinates to be productive, innovative and creative
and adaptable to the various environmental conditions within the organization
(Furkan, Kara, Tascan, & Avsalli, 2010) and try to prevent the chances of work
related problems (Berson & Avolio, 2004).

2.2. Ethical Leadership

Oates and Dalmau (2013) expounds that ethical leadership is about doing what
is right for the long term benefits of all stakeholders. They continue to say that
ethical leadership is about balancing the organization’s short term goals and

longer term aspirations in a way that achieve positive results for all those who
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could be affected by the organization and the decisions of its leaders. Brown et
al. (2005) suggested that the combination of integrity, ethical standards, and fair
treatment of employees are the cornerstones of ethical leadership.

They defined ethical leadership as the demonstration of normatively appro-
priate conduct through personal actions and interpersonal relationships, and the
promotion of such conduct to followers through two-way communication, rein-
forcement, and decision making. This definition implies that a leader should be
both a moral person and a moral manager. It further shows that while demon-
strating moral management behaviour, ethical leaders do not compromise ethi-
cal standards in pursuit of short term, bottom-line, organizational performance.

Trevifio and Brown (2004) proposed that ethical leadership, in its true sense,
promotes ethical conduct by practicing as well as managing ethics and holding.
According to Mwita (2000), employee performance is the key multi character
factor intended to attain outcomes which has a major connection with planned
objectives of the organization. Studies have shown that employee performance
can be increased if they are led by ethical leaders (Bello, 2012).

A study by Detert et al. (2000) revealed that an efficient leadership helps em-
ployees in discovering and polishing their contributions to the success of the or-
ganization. The study shows that effective leadership is more likely to lead to in-
crease in employee performance. Brown and Trevifio (2006) found that ethical
leadership emphasizes fair treatment, shared values and integrity in common
personnel and business transactions. They add that ethical leaders inspire favor-
able behaviors among employees, encourage high levels of pride and commit-
ment to the organization, and shape the way employees perceive the work con-
tent.

Mayer et al. (2009) found positive effects of executive ethical leadership cas-
cade to lower level employees through the ethical leadership practiced by super-
visors. In their study, Brown et al. (2005) show that ethical leadership positively
influences many important employee outcomes. Piccolo et al. (2010) found a
positive relationship between ethical leadership and employee effort. Walumbwa
and Schaubroeck (2009) found that perceptions of ethical leadership were re-
lated to increased employee voice via their influences on heightened psychologi-
cal safety. Results of these studies show that ethical leadership favorably influ-
ence a significant number of employee outcomes. However, empirical studies on

the effects of ethical leadership on employee performance are scanty.

2.3. Democratic Leadership

Lewin’s study found that participative leadership, also known as democratic lea-
dership, is typically the most effective leadership style. Democratic leaders offer
guidance to group members, but they also participate in the group and allow
input from other group members. In Lewin’s study, children in this group were
less productive than the members of the authoritarian group, but their contribu-

tions were of a higher quality.
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Participative leaders encourage group members to participate but retain the
final say in the decision-making process. Group members feel engaged in the
process and are more motivated and creative. Democratic leaders tend to make
followers feel like they are an important part of the team, which helps foster
commitment to the goals of the group. Using this style the leader would charac-
teristically lay the problem before his or her subordinates and invite discussion.
The leader’s role is that of conference leader, or chair, rather than that of deci-
sion taker. He or she will allow the decision to emerge out of the process of

group discussion, instead of imposing it on the group as boss (the Joining style).

2.4. Authoritative Leadership Style

Autocratic leadership, also known as authoritative leadership, is a leadership
style characterized by individual control over all decisions and little input from
group members. Autocratic leaders typically make choices based on their ideas
and judgments and rarely accept advice from followers. Autocratic leadership
involves absolute, authoritarian control over a group.

Authoritarian leaders provide clear expectations for what needs to be done,
when it should be done, and how it should be done. This style of leadership is
strongly focused on both commands by the leader and control of the followers.
There is also a clear division between the leader and the members. Authoritarian
leaders make decisions independently with little or no input from the rest of the
group. Researchers found that decision-making was less creative under authori-
tative leadership. Lewin also concluded that it is harder to move from an author-
itative style to a democratic style than vice versa.

Abuse of this method is usually viewed as controlling, bossy, and dictatorial.
Authoritative leadership is best applied to situations where there is little time for
group decision-making or where the leader is the most knowledgeable member
of the group. The autocratic approach can be a good thing when the situation
calls for rapid decisions and decisive actions. However, it tends to create dys-
functional and even hostile environments, often pitting followers against the

domineering leader.

2.5. Employee Performance

As the performance of an organisation is dependent on the quality of the work-
force at all levels of the organisation (Temple, 2002), it is essential to discuss the
concept of individual performance. To them employee performance in effect re-
flects the efficiency of the organisation. People are an organisation’s greatest as-
sets: individuals and organisations have learned about the importance of the role
of people in an organisation, and how the success of an organisation depends on
its people (Bartlett & Ghoshal, 1995).

The role of human resources is absolutely critical in raising performance in an
organisation (Armstrong & Baron, 1998). Ultimately it is the performance of

many individuals, which culminates in the performance of an organisation, or
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the achievement of goals in an organisational context (Armstrong & Baron,
1998). Amos et al. (2004) state that “the effective management of individual
performance is critical to the execution of strategy and the organisation achiev-
ing its strategic objectives”. Performance cannot be left in anticipation that it will
develop naturally, despite the employee’s natural desire to perform and be re-
warded for it. This desire needs to be accommodated, facilitated and cultivated
(Amos et al., 2004).

2.6. Theoretical Underpinnings

McGregor (1960), a behavioural psychologist, proposed that leadership strate-
gies are influenced by a leader’s assumptions about human nature. As a result of
his experience as a consultant, McGregor summarized two contrasting sets of
assumptions made by managers in industry. He developed two attitude profiles,
or assumptions, about the basic nature of people. These attitudes were termed
Theory X and Theory Y.

It can therefore be seen that a leader holding Theory X assumptions would
prefer an autocratic style, whereas one holding Theory Y assumptions would
prefer a more participative style. The real value of McGregor’s work was to the
idea that a leader’s attitude towards human nature has a large influence on how
that person behaves as leader. Thus the relationship between a leader’s expecta-
tion and the resulting performance of a subordinate has received much attention
(McGregor, 1960). Generally, it has been found that if a manager’s expectations
are high, productivity is likely to be poor.

Some elements of Cameroonian culture provide a fertile ground for the prac-
tice by a Theory X leadership behaviour. These elements include overriding re-
spect for elders, authoritarian political culture and high predisposition towards
respect for authority. Moreover, certain negative attitudes prevalent among Ca-
meroonian workers demand Theory X behaviour if the manager expects to
achieve results. Examples of such negative attitudes as identified by Wood in-
clude the abuse of office for private gain, fence sitting, laziness and lethargy; lack

of commitment to work and poor time culture.

Fiedler’s Contingency Theory

Fiedler was the first to develop this leadership theory, which shows that situa-
tional variable interacts with a leader’s personality and behaviour. Fiedler (1967)
believes that there is no single best way for managers to lead. Situations will
create different leadership style requirements for a manager. The solution to a
managerial situation is contingent on the factors that impinge on the situation.
For example, in a highly routine (mechanistic) environment where repetitive
tasks are the norm, a relatively directive leadership style may result in the best
performance. However, in a dynamic environment a more flexible, participative
style may be required. Fiedler looked at three situations that could define the
condition of a managerial task:

e Leader member relations: How well do the manager and the employees get
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along?

e Task structure: Is the job highly structured, fairly unstructured, or some-
where in between?

¢ Position power: How much authority does the manager possess?

Another aspect of the contingency model theory is that the leader-member
relations, task structure, and position power dictate a leader’s situational con-
trol. Leader-member relations are the amount of loyalty, dependability, and
support that the leader receives from employees. It is a measure of how the
manager perceives him or her and the group of employees is getting along to-

gether.

2.7. Gaps in the Literature

A thorough but synoptic review of empirical works on leadership styles and em-
ployee performance established a condescending nod to a positive relationship
between the former and the latter. Notwithstanding, the existence of variances in
previous findings evokes reflections on whether such empirical evidence is glo-
bally applicable to all work contexts. More so, there is a paucity of scientific
knowledge on the status quo in Cameroon thus limiting a fair comprehension
of the subject. The foregoing situation therefore is a clarion call for more re-
search on the subject of leadership styles and employee performance in Ca-
meroon so as to align, contrast or rewrite existing scholarly positions when it
comes to leadership. Taking this into consideration this study sought to bridge
this gap in the literature which influences organizational performance in Ca-

meroon.

3. Methodology
3.1. Research Design

In this study, the survey research design has been used with focus on question-
naires adopted for primary data collection. Survey research was used to gain
background information, clarify problems and hypothesis as well as to establish

research priorities.

3.2. Population

The population of the study was made up of 150 (120 full-time and 30 part-time)
workers at SVMC. The full-time employees were those officially recruited by
the SVMC and had received a contract of employment specifying their func-
tions and general terms of reference. They are also always available at work on
a daily basis and have worked for more than two years. They also have a full
understanding of the leadership situation in St. Veronica. The part time em-
ployees were contracted on hourly basis and had no binding contract of
agreement specifying their terms of reference. They only came to work at spe-
cific hours and most of them have schedules that span not more than three

months. They have little or no experience about the leadership situation in St.

DOI: 10.4236/0jl.2020.94011

187 Open Journal of Leadership


https://doi.org/10.4236/ojl.2020.94011

F. H. Biaka

Veronica.

3.3. Sample and Sampling Technique

A simple random sampling technique was used and 100 employees were selected
for this study using the Krejcie and Morgan (1970) table specifying the sample

from a given population in a tabular form.

3.4. Instrument for Data Collection

The questionnaire was designed by the researcher and used as the main instru-
ment for data collection because it provided an efficient way of collecting res-
ponses from a representative sample. The questionnaire provided the current
opinions and impressions of the business operation in relation to the topic under
study and attempted to standardize the questions answered by respondents. The
questionnaire was weighted on a five-point Likert scale (strongly agree, agree,

neutral, disagree and strongly disagree) and constituted 32 items in total.

3.5. Validation of the Instrument

The research instrument was tested for internal consistency through the use of
composite reliability, convergent and discriminant analyses which are indicators
of construct validity ensures the measured items were a true representation on
the latent constructs and to determine the extent to which the constructs discri-
minated between themselves.

Table 1 shows the composite reliability method that was used in estimating
reliability which is a measure of internal consistency and evaluates the extent to
which the measured variables consistently represent their latent constructs. The
composite reliability for the latent constructs were EL = 0.95, TL = 0.89, DL =
0.95 and AL = 0.77. All the estimates were above the criterion of 0.6 which is an
indication of high internal consistency of the measured variables with the latent
constructs.

The convergent validity is a measure of construct validity indicating the de-
gree to which measured variables come together in determining their underlying
factor structure. The estimates for the latent constructs using average variance
extracted were; EL = 0.74, TL = 0.74, DL = 0.78 and AL = 0.52 which were all
greater than the set criterion of 0.50, indicating high convergence of the meas-
ured variables to the constructs.

In Table 2, the discriminant validity indicates the degree of variation between
latent constructs and is a measure of construct validity. The discriminant values
in the leading diagonal are expected to be more than the latent variables correla-
tion. The discriminant values for the latent constructs in the leading diagonals
are: EL = 0.86, TL = 0.86, DL = 0.88 and AL = 0.72 (all in red on the table)
which are all greater than all other pairs of correlations in the matrix. This
therefore indicates that the latent constructs strongly discriminate between

each other.
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Table 1. Composite reliability and convergent validity.

Ethical Leadership Transformational Democratic Authoritative
Latent constructs . . R
(EL) Leadership (TL)  Leadership (DL)  Leadership (AL)
CR 0.95 0.89 0.95 0.77
AVE 0.74 0.74 0.78 0.52

CR = Composite reliability, AVE = Average variance extracted.

Table 2. Discriminant validity.

. Ethical Transformational ~ Democratic Authoritative
Latent variables . . X .
Leadership Leadership Leadership Leadership
Ethical Leadership (EL) 0.86
Transformational 0.61 0.86
Leadership (TP) ’ ’
Democratic 0.52 071 0.88
Leadership (DL) ’ ’ ’
Authoritative
0.39 0.48 0.51 0.72

Leadership (AL)

Discriminant values are read in the leading diagonal only.

3.6. Method of Data Analysis

Data collected from the questionnaires were analyzed using Statistical Package of
Social Science (SPSS) version 26.0. Measures of central tendency (mean) and
dispersion (standard deviation) were used for descriptive statistics. The hypo-
theses were tested at the 0.05 level of significance using multiple regression tech-

nique and independent sample t-test.

3.7. Verification of Research Hypotheses

Ho,: The leadership style predominantly used by managers of SVMC has no
significant effect on employees’ performance

Multiple linear regression was used to establish the leadership style predomi-
nantly used by managers of SVMC and its effect on employees’ performance. As
seen in Table 3, the r square parameter estimate indicates that 62.9% of the va-
riance in employee performance was accounted for by transformational leader-
ship, democratic leadership, ethical leadership and authoritative leadership. The
residual estimate of 37.1% could be accounted for by other factors. The regres-
sion ANOVA shows that employee performance has a significant (F(4, 80) =
17.81, p < 0.01) effect on the four leadership styles.

Table 3 also indicates that SVMC predominantly used three of the four lea-
dership styles, with Democratic leadership being the most significantly (B = 0.59,
SE =0.19, t = 2.71, p=0.001) used, having a positive effect on employee perfor-
mance. Closely followed was the transformational leadership which has a signif-
icant (B = 0.44, SE = 0.11, t = 2.51, p = 0.004) positive effect on employee per-

formance. Ethical consideration was the third most predominant leadership style
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used in SVMC with a significant (B = 0.35, SE = 0.14, t = 1.69, p = 0.039) posi-
tive effect on employees’ performance. Finally, the authoritative leadership style
was insignificantly (B = —0.20, SE = 0.20, t = —0.94, p = 0.47) related to em-
ployees’ performance and was seldom used by managers of SVMC.

Ho,: There is no significant difference between gender and leadership
styles in SVMC

As seen in Table 4, an independent sample t test was used to establish the dif-
ference between gender and leadership styles. The parameter estimates of trans-
formational leadership (t; = 2.51, p = 0.06) did not differ significantly for male
(X =15.35, SD = 2.38) and female (X = 14.09, SD = 1.72) managers. There is
no significant (tg; = 2.71, p = 0.89) mean difference between the parameters of
democratic leadership for male (X = 18.01, SD = 2.49) and female (X = 17.67,
SD = 2.01) managers. However, Female managers (X =13.27, SD = 1.90) por-
trayed significantly (ts = 1.69, p = 0.04) better ethical leadership behaviors than
their male counterparts (X = 5.18, SD = 1.63). Finally, male managers (X =
10.93, SD = 1.85) exhibited significantly (t; = —0.92, p = 0.002) higher authori-
tative leadership traits than female managers (X = 4.71, SD = 1.47). Therefore
transformational and democratic leadership styles were gender invariant while
ethical and authoritative leadership styles varied significantly with gender of the

manager.

Table 3. Leadership style predominantly used by managers of SVMC.

Variable B SE t p F(df) r?
Transformational leadership 0.438 0.108 2.512 0.004*
Democratic leadership 0.586 0.188 2.714 0.000**
Ethical leadership 0.353 0.141 1.693 0.039* 17.81%* (4, 80) 0.692
Authoritative leadership -0.198 0.196 -0.942 0.472
Constant 16.162 3.817 1.84 0.000

*p < 0.5, **p<0.01, B = Standardized regression coefficient, SE = Standard error, p = significance.

Table 4. Gender and leadership styles in SVMC.

Variable

Transformational leadership

Democratic leadership

Ethical leadership

Authoritative leadership

Gender X SD t df p
M 15.35 2.38
2.512 83 0.064
F 14.09 1.72
M 18.01 2.49
2.714 83 0.89
F 17.68 2.01
M 5.18 1.63
1.693 83 0.039*
F 13.27 1.90
M 10.93 1.85
—0.942 83 0.002**
F 4.71 1.47

*p<0.5,**p<0.01, X =mean,SD = standard deviation, M = male, F = female, p = significance.
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Ho,: There is no significant relationship between the estimates of the li-
near regression model on leadership styles and employee performance
EMP PER =b, +b,TRANS + b,DEMO + b,ETHI -b,AUTHO + E

EMP PER =16.16+0.44TRANS + 0.59DEMO + 0.35ETHI
—0.20AUTHO +3.82

EMP PER =2116

Table 5 reports that a unit increase in the leadership styles (transformational,
democratic, ethical) will improve employee performance by 21.16% and a unit
decrease in authoritative leadership increases employee performance by 21.16%.
Therefore, there is a significant positive relationship between the estimates of the
linear regression model and employee performance expect for authoritative lea-

dership with a negative insignificant estimate.

4. Discussion of Findings

4.1. The Specific Leadership Behaviours Exhibited by Managers in
Enhancing Employee Performance in the St. Veronica Medical
Center

This study encompassed four leadership styles: ethical leadership, authoritative
leadership, transformational leadership and the democratic leadership styles. From
the results obtained in chapter four, it was realized that respondents had varied
views pertaining to the different leadership styles exhibited in their institution.
With respect to ethical leadership styles, the results showed that supervisors in
this institution exhibit all the leadership styles except authoritative which was
fairly used. The administrators practiced ethical leadership by encouraging em-
ployees to use unified procedures and techniques in carrying out tasks. As an eth-
ical gesture in leadership, supervisors are friendly, approachable and treat em-
ployees with fairness and do not discriminate but rather encourage fair promo-
tion. It was also established that managers and supervisors in the SVMC portray
some high moral standards by ensuring that meritocracy is promoted in the in-
stitution wherein credits are given to whom it is due. As such it was commended
that leaders of the SVMC portray ethical conducts in their leadership through

their transparency, friendliness, fairness; trust worthiness and confidentiality.

Table 5. Linear regression model on leadership styles.

Variable B SE t P
Transformational leadership 0.438 0.108 2.512 0.004*
Democratic leadership 0.586 0.188 2.714 0.000**
Ethical leadership 0.353 0.141 1.693 0.039*
Authoritative leadership -0.198 0.196 -0.942 0.472
Constant 16.162 3.817 1.84 0.000

*p < 0.5, **p<0.01, B = Standardized regression coefficient, SE = Standard error.
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This confirms the findings of Brown et al. (2005) who suggested that the com-
bination of integrity, ethical standards, and fair treatment of employees are the
cornerstones of ethical leadership. Also, Oates and Dalmau (2013) expounded
that ethical leadership is about doing what is right for the long term benefits of
all stakeholders. It is about balancing the organization’s short term goals and
longer term aspirations in a way that achieve positive results for all those who
could be affected by the organization and the decisions of its leaders.

With respect to authoritative leadership styles, the study portrayed that lead-
ers in the SVMC are not authoritative because majority of the respondents held
the view that performances in the institution are not assessed by supervisors
alone, supervisors do not dictate what should be done and how it should be done
in their institution. Despite this, some authoritative attributes were evident in
that managers of the institution were confirmed to be solely responsible for the
designing of the rules and regulations governing the institution. This is in tan-
dem with Akor (2014) that an authoritative leader takes the decisions and ex-
pects subordinates to carry them out without question.

From the analysis also, it was discovered that transformational leadership was
an obvious leadership style exhibited by leaders in the SVMC. They exhibited
“ideal” levels of transformational leadership behaviors such as inspiring a shared
vision, talking optimistically, encouraging creativity and placing much impor-
tance in coaching or training. Findings indicated that supervisors in this institu-
tion help employees to develop their strength, enabled them to adapt to new
work environment and even encouraged them to be optimistic about the future
by instilling in them new mindsets.

This is in line with Storey and Salaman (2004) who reported that transforma-
tional leadership is composed of four dimensions; ideal influence, inspirational
motivation, intellectual stimulation and individualized consideration. Hoy and
Miskel (2008) equally viewed transformational leadership behavior as one cha-
racterized by individualized consideration, inspiration, intellectual stimulation
and charisma; that provide high-performance and active leadership. Hence, the
above results are in line with previous research (Storey & Salaman, 2004; Hoy &
Miskel, 2008) because leaders in SVMC have intellectual stimulation and cha-
risma which enables them to encourage employees to develop their strength and
build new work ethics that promote good work environment.

Lastly, the study sought to examine employees’ opinions on the evidence of
democratic leadership in their institution. Findings revealed that supervisors in
this SVMC have democratic leadership characters. They encourage employees to
take initiatives at work, encourage delegation and division of labour, consult
their employees during decision making, involve them in performance apprais-
als in their department and encourage team work.

Tandoh (2011) support these findings as they posited that a democratic leader
would characteristically lay the problem before his or her subordinates and in-

vite discussion. The leader’s role is that of conference leader, or chair, rather
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than that of decision taker. He or she will allow the decision to emerge out of the
process of group discussion, instead of imposing it on the group as its boss
(Tandoh, 2011).

4.2. Leadership Behaviours That Affect the Performance of
Employees

Findings revealed that employees believed that because of high democratic,
transformational and ethical behaviours in their institution they are fairly treated
because they receive regular job performance feedbacks and always endeavour to
realize the tasks assigned to them given the conducive work environment. Their
leaders however very much appreciate their efforts as workers and give them
opportunities to advance in their career thus enhancing their productivity.
Mwita (2000) propounded that employee performance is the key multi character
factor intended to attain outcomes which has a major connection with planned
objectives of the organization. The above findings are in accordance with those
of Detert et al. (2000) who discovered that an efficient leadership style helps em-
ployees in discovering and polishing their contributions to the success of the or-
ganization.

Mayer et al. (2009) also found positive effects of executive ethical leadership
cascade to lower level employees through the ethical leadership practiced by su-
pervisors. This was further confirmed by Walumbwa and Schaubroeck (2009)
that the perceptions of ethical leadership were related to increased employee

voice via their influences on heightened psychological safety.

4.3. Conclusion

This research unmasked an insufficiency of relevant literature in the area of lea-
dership in Cameroon more so in the context of private Small and Medium Size
Enterprises such as St. Veronica Medical Center. A bulk of existing literature es-
pecially those exploited in this paper is culled from western research. Based on
the findings of this study, leadership behavior is quite essential to the perfor-
mance of employees in all sectors of activities. Leadership is a process through
which an individual influences a group of people to attain common goals. In this
study it has been established that supervisors and managers exhibit mostly the
transformational leadership styles through which they assist employees to de-
velop their strength, enable them to adapt to new work environment and even
encourage them to be optimistic about the future by instilling in them new
mindsets.

This has resulted into increase employees’ performance since they perceive
fairness in the workplace; receive regular job performance feedbacks which make
the work environment interactive and enable them to realize the tasks assigned
to them. Democratic leadership was the most significantly (B = 0.59, SE = 0.19, t
= 2.71, p = 0.001) used, having a positive effect on employee performance.

Closely followed was the transformational leadership which has a significant (B
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=0.44, SE = 0.11, t = 2.51, p = 0.004) positive effect on employee performance.
Hence, it was concluded that for employees’ performances to be enhanced
through leadership, managers should build trust in their staff by giving them re-
sponsibilities and allowing them to execute tasks without cohesions, and inspire
staff through continuous encouragement/motivation (praise, awards, prizes,
recognition) by acknowledging excellent job done, as well as making them to be
a part of the institutions shared vision (involving them in decision making and
seeking their opinion on best strategies to improve on the organization). While
the place of leadership and employee performance in literature has been fairly
attempted in this study with the foregoing results, calls are equally been made
for more research to establish a fair comprehension of the subject within the

context of Cameroon.

4.4. Limitations of the Study

The present study sought to ascertain the place of leadership styles on employee
performance in Cameroon; however data acquisition and the related findings are
limited to the St. Veronica Medical Center in Buea of the Southwest Region of
Cameroon. Thus much is yet to be known about the prevailing situation in other
organizations across the country.

Also, the present study methodologically leaned on a quantitative approach
and applied a survey as its research design. As such data were collected through
questionnaires which left the respondents with inadequate response options. It is
possible that much information could have been solicited through a qualitative
approach with multiple instruments such as interviews and focus group discus-
sions.

Finally, a larger portion of the literature and empirical sources exploited in
this paper are culled from western settings as such it may be difficult to directly
understand the status quo in Cameroon which is a less developed setting via the

lenses of Euro-American knowledge systems.
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