CHAPTER FOUR
DATA PRESENTATION AND DISCUSSION OF RESULTS
[bookmark: _Toc119050577]4.0 Preamble
This chapter dealt with the presentation of results and discussion of findings. The broad objective of this study was to evaluate the effect of leadership styles on the performance of employees in Central Specialist Hospital, Sango Otta. To achieve this objective, four operational objectives were set out for investigation. A descriptive research design was adopted to gather data for the study through the administration of questionnaire to 260 purposively selected respondents using Krejcie & Morgan sampling size table. In addition, from the 260 copies of questionnaire distributed to the respondents, only 240 copies of questionnaires were validly returned and used for this study. This gave 92.31 completeness rate. 
[bookmark: _Toc119050578]4.1   Descriptive Analyses
[bookmark: _Toc119050579]4.1.1 Analysis of Demographic Distribution of Respondents
Table 4.1 presented the distribution of respondents’ demographic characteristics. 
[bookmark: _Toc119051292]Table 4.1 Demographic Distribution of Respondents
	Demographic Characteristics
	Frequency 
	%Percentage

	Gender
	
	

	Male
	160
	66.67

	Female
	80
	33.33

	Total
	240
	100.00



	Demographic Characteristics
	Frequency
	% Percentage

	Age in Years
	
	

	Below 30
	65
	27.08

	30-50
	113
	47.08

	Above 50
	62
	25.83

	Total 
	240
	100.00

	Academic Qualification 
	
	

	OND/NCE
	78
	32.50

	HND/B.SC
	134
	55.83

	PGD/MBA
	18
	7.50

	M.SC/P.HD
	10
	4.17

	Total 
	240
	100.00

	Professional Qualification 
	
	

	None
	89
	37.08

	ICAN
	8
	3.33

	ACCA
	4
	1.67

	IHSAN/NIM/CIPM
	67
	27.92

	MBBS
	30
	12.50

	Others
	42
	17.50

	Total 
	240
	100.00



	Level at Work
	
	

	Junior Staff
	112
	46.67

	Senior Staff
	122
	50.83

	Management Staff
	6
	2.50

	Total
	240
	100.00

	Years of Working Experience
	
	

	At most 10 years
	150
	62.50

	11-20 
	77
	32.08

	Above 20 
	13
	5.42

	Total 
	240
	100.00


Source: Researcher’s Field work, 2025
Table 4.1 presented the distribution of respondents’ demographical variables. From the table, the distribution of respondents according to gender revealed that 66.67% of the respondents were male while 33.33% of the respondents were female. This implied that substantial numbers of the respondents were male and hence, an opinion generated from this category of the respondent might be essential in enhancing the finding of this study. 
Moreover, the distribution of respondents by age in years showed that 27.08% of the respondents were below 30 years of age while 47.08% of the respondents were between 30-50 years of age. Meanwhile, 25.83% of the respondents were above 50 years of age. 
This indicated that sufficient numbers of the respondents were between 30-50 years of age. The implication of this to this study was to ensure that the respondents used for the survey were matured enough to appreciate what the research entailed. 
Furthermore, the distribution of respondents by academic qualification showed that 32.50% of the respondents had OND/NCE while 55.83% of these respondents had HND/BSC. Also, 7.50% and 4.17% of the respondents had PGD/MBA and M.Sc./PhD respectively. This revealed that substantial numbers of the respondents had HND/BSC and hence, with these academic qualifications of respondents, it was a surety to the fact that respondents used for the survey were in a better position to understand and appreciate what the research questions entailed and for this, serious contribution from the respondents to the study should be expected. 
The distribution of the respondents according to professional qualification revealed that 37.08% had no professional attainment while 3.33% of the respondents had ICAN. In addition, 1.67% had ACCA while 27.92% of these respondents had IHSAN/NIM/CIPM. Also, 12.50% of the respondents had MBBS while 17.50% of the respondents were with others professional qualification such as, ANAN, Nursing certificate and certificate in health care services. This indicated that sufficient numbers of the respondents had no professional qualification. The import of this to the study was that it would enable the respondents to further contribute to finding of this research.  
Also, the distribution of respondents according to level at work revealed that 46.67% of the respondents were junior staff while 50.83% of the respondents were senior staff. More so, 2.50% of these respondents were management staff. This showed that sufficient numbers of the respondents were senior staff and as a result of this, their contribution to the research might further helped this study.  
In addition, the distribution of respondents according to years of working experience indicated that 62.50% of respondents had at most 10 years of working experience at the hospital while 32.08% of the respondents had between 11-20 years of working experience. Meanwhile, 5.42% of these respondents had above 20 years of working experience at Central Specialist Hospital. This implied that enough respondents had at most 10 years of working experience at the study location and as a result of this, they (respondents) were in a better position to contribute meaningfully to this research.   
[bookmark: _Toc119050580]4.1.2 Perception of respondents on the effect of leadership style on the performance of employees in Central Specialist Hospital
The type of leadership style adopted by an organization might go a long way in influencing the performance of employee. Employee according to Emmanuel and Aliyu (2018) appreciates a leader that is opened and ready to give them the chance to contribute their quotas to the development of organization and vice-versa. Employees usually ready to give their all to a leader that appreciates their contributions over the years in an organization while it is otherwise when an authoritarian leader is in charged.  Therefore, this section focused on the assessment of respondents’ perceptions on the type of leadership style that could enhance the performance of an employee in an organization. 


[bookmark: _Toc119050581]4.1.2.1 Perception of respondents on autocratic leadership style in Central Specialist Hospital
An autocratic leader had no respect of any man in an organization. He believes that employees were in organization to work and earn their living. As a result of this, they must give their all in ensuring that organizations goals are achieved within the shortest possible time. In fact, autocratic style of leadership is result oriented. They tried as much as possible that employee do their beat within the stipulated time without compromising procedures and processes in the organization. As Aliyu (2017) pointed out that autocratic leaders use force to achieve result at the inconvenience of employee/subordinates. This section, therefore, focused on the assessment of respondents on the effect of autocratic leadership on employee performance.
[bookmark: _Toc119051293]Table 4.2 Distribution of respondents’ perception on autocratic leadership style in Central Specialist Hospital
	S/N
	Variable
	SA
(%)
	A
(%)
	UND (%)
	D 
(%)
	SD
(%)
	Mean
	Std

	1
	My boss always admit personal limitations and mistakes
	12
(5.00)
	10
(4.17)
	5
(2.08)
	127 (52.92)
	86 (35.83)
	1.90
	0.98

	2
	My boss is open to criticism and challenges from others
	32 (13.33)
	12
(5.00)
	7
(2.92)
	89 (37.08)
	100 (41.67)
	2.11
	1.36

	3
	My boss demonstrate high level of integrity and honesty
	23
(9.58)
	45 (18.75)
	12
(5.00)
	67 (27.92)
	93 (38.75)
	2.33
	1.39

	4
	My boss allows employee to introduce their ideas in getting things done in time
	55 (22.92)
	12
(5.00)
	21
(8.75)
	66  (27.50)
	86 (35.83)
	2.52
	1.56

	5
	My boss is interested in subordinate inputs in ensuring that tasks are performed before the due date
	67 (27.92)
	12
(5.00)
	10
(4.17)
	75 (31.25)
	76 (31.67)
	2.66
	1.63


Source: Researcher’s Field work, 2025
Table 4.2 presented the distribution of respondents’ perception of the autocratic leadership style in Central Specialist Hospital, Sango Otta. Looking at the result from the table, it was found that 5% of the respondents strongly agreed that their bosses always admit personal limitation and mistakes while 4.17% of the respondents agreed with this test item. Conversely, 2.08%, 52.92% and 35.83% of the respondents were undecided, disagreed and strongly disagreed respectively with this test statement. This revealed that substantial numbers of the respondents disagreed with this test item.  The implication of this was that many of the respondents agreed that with autocratic leaders in charge, it might be difficult to convince the boss to admit his/her limitations and mistakes. Failure of bosses in organizations to admit their personal errors and mistakes during the course of leading employees had led to many organizations to loss their best hands on the job. Nobody like to work with a boss that is always perfect in all things.  He is always ready to rebuke any employee that might point out his/her mistake during the course of leading the employee on the job. As, Emmanuel (2017) posited that, an autocratic leader found it difficult to acknowledge the fact that some employee might be better than him. His egos and pride usually discourage hardworking employee to contribute meaning to organizational performance. The mean value obtained for this test item of 1.90 confirmed that substantial numbers of the respondents disagreed with this test statement and hence, the test item might influence employee performance negatively.  
Moreover, 13.33% of the respondents strongly agreed that their bosses were opened to criticism and challenges from others while 5% of the respondents agreed with this test opinion. Also, 2.92%, 37.08% and 41.67% of the respondents were undecided, disagreed and strongly disagreed respectively with this test item. This implied that sufficient numbers of the respondents disagreed with this test statement. The implication of this was that many of the respondents were of the opinion that an autocratic boss was not opened to criticism that was constructive and challenges from others.  An authoritarian boss had no respect for constructive criticism from either the employee or other bosses in the organization. He is not ready to take up challenges that might improve his/her jobs. He believes that taking up such challenges might hamper and expose his/her weakness.  His believes that employees always know what they should do, since they were being taught enough.  Aliyu, Bolade and Remi (2012) argued that this type of leader is very difficult to teach and they contribute little to employee performance.  The mean value obtained for this test item of 2.11 was less than the acceptable mean of 3.00 with a standard deviation of 1.36 that showed a serious dispersion from the mean. This further indicated that in relation to this test item, autocratic leader contributed negatively to the performance of employee. 
Furthermore, it was found that 9.58% of the respondents strongly agreed that their bosses demonstrated high level of integrity and honesty while 18.75% of the respondents agreed with the test item. Consequently, 5%, 27.92% and 38.75% of the respondents were undecided, disagreed and strongly disagreed respectively with this test statement. This revealed that substantial numbers of the respondents disagreed with this test statement. The effect of this was that a lot of respondents were of the view that autocratic boss did not demonstrate high level of integrity. To cover up his weakness and other vices, an autocratic leader believes in the use of force to enhance employee performance which might not be in the interest of the employee. Integrity and honesty were usually the hallmark of a leader who belief in the contribution of employee towards the attainment of organizations goals. An autocratic leader did not exhibit any trace of honesty in doing his/her jobs since he did not trust anybody to do the job better than him/herself. An honest leader believes in his subordinates and he is always ready to assure anyone that the subordinates under his/her watch could carry out a task/assignment without him been there.  An autocratic boss due to is lack of commitment or what he could gain from a task or job might not be really happy to include any subordinate when doing the job.  The mean value obtained for this test item of 2.33 was less that the acceptable mean of 3.00. This showed that the integrity level of autocratic leader was not sufficient to enhance employee performance in Central Specialist Hospital, Sango Otta. 
It was discovered that 22.92% of the respondents strongly agreed that their boss allowed employees to introduce their ideas in getting things done in time while 5% of the respondent’s agreed with this test item. Conversely, 8.75%, 27.50% and 35.83% of the respondents were undecided, disagreed and strongly disagreed respectively with this test item. This indicated that substantial numbers of the respondents disagreed with this test item.  The implication of this was that sufficient numbers of the respondents were not in support of the fact that autocratic leaders allowed employees to introduce their ideas in getting things done in time. Experience had showed that autocratic boss had no respect for new ideas coming from his/her subordinates. He believes that his methods, processes and procedures of getting jobs and tasks done were second to none and any other ideas would intend to slow things down. He does not take the pains to examine the ideas, methods and processes coming from subordinates or third party before discarding same. To him employees had no mind of their own to think. They needed to be directed, led and taught how to get things done. The mean value obtained for this test item of 2.52 was less than the acceptable mean of 3.00. This indicated that in term of this test item, organizational bosses contributed negatively to employees’ performance. This test statement might be one of the variables that influenced employees’ performance negatively.
[bookmark: _Toc119050582]Also, 2.92% of the respondents strongly agreed that their boss was interested in subordinates’ inputs in ensuring that tasks were performed before the due date while 5% of the respondents agreed with this test item. Conversely, 4.17%, 31.25% and 31.67% of the respondents were undecided, disagreed and strongly disagreed respectively with this test item. This revealed that sufficient numbers of the respondents disagreed that with his test item. An autocratic leader had no interest in any subordinate inputs in getting jobs done. He as the overhead boss believed in laid down rules, processes and methods to get jobs. In fact, any deviation from these rules, processes and methods must as a matter of fact come from the top management of the organization. He did not believe in man-made inputs despite the fact that these inputs might get the jobs done in time. Consequently, autocratic leader slowed down employees’ performance as a result of processes and procedures that had been discarded for long. He loved to use crude method to achieve organizational objectives. The mean value obtained for this test item of 2.66 affirmed that autocratic leader might not contribute much to employee performance in term of this test variable. This assertion was premised on the fact that the mean computed of 2.66 was less than the acceptable mean of 3.00 with a standard deviation of 1.63 that indicated a serious dispersion from the mean. 
4.1.2.2 Distribution of respondents’ perception on Democratic Leadership Style in Central Specialist Hospital
[bookmark: _Toc119051294]Democratic leadership style was prepared to listen at all time to subordinates in an organization. He believed that everyone was responsible to the organization. He concentrated on how to move the organization forward through the combined efforts of all and sundries. He was never afraid to delegate his authority to subordinates in getting works done in his/her departments. As argued byAyinla (2017) that a democratic leaders carried everyone in his department/unit along in decision relating to methods, processes and procedures of getting tasks done in the organization. His success was the success of every subordinates in the organization.  Thus, this section dealt with the assessment of respondents’ perception on democratic leadership style in Central Specialist Hospital, Sango-Otta and how it influences employees’ performance. 
Table 4.3 Distribution of respondents’ perception on Democratic Leadership Style
	S/N
	Variable
	SA
 (%)
	A
 (%)
	UND (%)
	D
 (%)
	SD 
(%)
	Mean
	Std
	Remark

	1
	My boss don’t hesitate to provide the leadership that is needed
	123 (51.25)
	67 (27.92)
	10 (4.17)
	12 (5.00)
	28 (11.67)
	4.02
	1.35
	Sign

	2
	My boss do communicate a clear vision of the future for the organization
	145 (60.42)
	54 (22.50)
	15 (6.25)
	17 (7.08)
	9
 (3.75)
	4.29
	1.09
	Sign 

	3
	My boss provides the support and resources needed to help workers meet their goals
	80 (33.33)
	143 (59.58)
	9
 (3.75)
	5    (2.08)
	3    (1.25)
	4.22
	0.70
	Highly Sign 

	4
	My boss ensures that employees are carries along in decision making.
	90 (37.50)
	134 (55.83)
	8 (3.33)
	3 (1.25)
	5
 (2.08)
	4.25
	0.79
	Highly Sign 

	5
	My boss makes sure that employees contribute their quotas to the development of the organization.
	77 (32.08)
	117 (48.75)
	22 (9.17)
	18  (7.50)
	6
 (2.50)
	4.00
	0.99
	Sign 


Source: Researcher’s Field work, 2025
The distribution of respondents’ perception on democratic leadership style in Central Specialist Hospital, Sango Otta was presented in Table 4.3. From the table, 51.25% of the respondents strongly agreed that their bosses did not hesitate to provide the leadership that was needed while 27.92% of the respondents agreed with this test item. Conversely, 4.17%, 5% and 11.67% of the respondents agreed with this test item. This revealed that sufficient numbers of the respondents agreed that their bosses did not hesitate to provide the leadership that was needed. The hallmark of every good leader was to ensure that their leadership acumen come to bear on their subordinates. Democratic leader in an organization usually ensued that they provide the necessary impetus needed to motivate their subordinates to work on unlike the autocratic leaders. Democratic leaders were concerned with not only with how their subordinates perform on their jobs but also with any other factor that might affect the subordinates’ work. Wale and Ngozi (2015) argued that the mutually the existed between the democratic leader and their subordinates had made it easy for the subordinates to perform their jobs. These leaders were happy to learn a new ideas or ways of doing things either from their subordinates or other party in order to enhance their knowledge on the job without deviating from the set objective of their organizations. The mean value computed for this test item of 4.02 confirmed that the test item was significant and might enhance the performance of the employee in this organization. 
Moreover, 60.45% of the respondents strongly agreed that their boss did communicate a clear vision of the future for the organization while 22.50% of the respondents agreed with this test item. Also, 6.25%, 7.08% and 3.78% of the respondents were undecided, disagreed and strongly disagreed respectively with this test statement. This indicated that sufficient numbers of the respondents agreed that their boss did communicate a clear vision of the future for the organization. One of the disadvantages of autocratic boss was that they refuse to communicate to their subordinates on policies, procedures and other matters relating to organization future. This attitude of autocratic leader tended to discourage a lot of subordinates from contributing effectively to the development of their organizations. Organizations would grow if boss communicates effectively with subordinates on future direction of the organization.  With the right communication subordinates would be able to know what is required of them to enhance the overall goals of their organization. Thus, with democratic leader in charge, communication became easy and units in the organization were seriously carried alone in the process of making decision.  The mean value obtained for this test item of 4.29 confirmed that the test item was significant. This assertion was premised on the fact that the mean value computed for the test item of 4.29 was better than the acceptable mean of 3.00 with a standard deviation of 1.09 that showed a slight dispersion from the mean. This test item might be a determinant of democratic leadership in the selected organization. 
Resultantly, it was found that 33.33% of the respondents strongly agreed that their bosses provided the support and resources needed to help workers meet their goals while 59.58% of the respondents agreed with this test item. Conversely, 3.75%, 2.08% and 1.25% of the respondents were undecided, disagreed and strongly disagreed respectively with this test item. This revealed that substantial numbers of the respondents agreed that their bosses provided the support and resources needed to help workers meet their goals. Democratic leaders helped their subordinates to achieve their goals by ensuring that the resources and assistance they needed were adequately provided. Democratic leaders believed that the failure of a subordinate under his/her watch was his own failure as well. He did not believe in self-glory. He wants the betterment of his departments and units. He believed in oneness of goal and purpose in order to achieve the overall goal of his department/unit and the organization as a whole.  He adequately supplies any help and assistance require by any of his subordinates since their successes are his own success and vice-versa. He contributed effectively to the development of a process, method and procedure without deviating from the organization norms and rules. He was strongly in ensuring that his department gets things done in time. He uses the carrot whenever necessary to persuade his subordinates to contribute effectively to task and process.  The mean value obtained for this test item of 4.22 confirmed that the test item was highly significant and might enhance employees’ performance. This inferred was premised on the fact that the mean value obtained of 4.22 was better than the acceptable mean of 3.00 with a standard deviation of 0.79 that showed serious dispersion from the mean. 
It was found that 37.50% of the respondents strongly agreed that their bosses ensured that employees were carried along in decision making while 55.83% of the respondents agreed with this test item. Meanwhile, 3.33%, 1.25% and 2.08% of the respondents were undecided, disagreed and strongly disagreed with this test item. This indicated that substantial numbers of the respondents agreed that their boss ensured that employees were carried along in decision making. Democratic leaders ensued that employee in an organization are duly carried along in decision making. In particular, the decision relating to productions, processes and policies must as a matter of importance include employees. Employees must know how organization policies and processes affects their jobs and contribution to organization goals and vision. With employees’ inclusion in decision making any matter affecting the employee directly would be quickly sorted out without having a negative repercussion on productivity in the organization. In fact, the inclusion of employees in decision relating to policies and procedures might help in reshaping organizational processes for the betterment of employees’ performance.  A democratic leader believed that nobody had a monopoly of knowledge hence the need to include employee in decision making affecting the organization.  The mean value obtained for this test item of 4.25 confirmed that the test statement was highly significant. Therefore, the performance of employees in Central Specialist Hospital, Sango-Otta might be a direct function of the ability of boss to include employee in decision making in the hospital. 
It was discovered that 32.08% of the respondents strongly agreed that their bosses made sure that employees contribute their quotas to the development of the organization while 48.75% of the respondents agreed with this test statement. Also, 9.17%, 7.50% and 2.50% of the respondents were undecided, disagreed and strongly disagreed respectively with this test item. This revealed that sufficient numbers of the respondents agreed that their bosses made sure that employees contribute their quotas to the development of the organization. With democratic leaders in charge of a unit/department in Central Specialist Hospital, Sango-Otta, it was easier for subordinates to contribute their quotas to the development of this organization. This was because a democratic leader allowed the participation of all and sundries in decision that could bring a better performance to the organization as well as the employees. Experience had showed that democratic leader in an organization usually demonstrated a level of in trust in employees. He believed that employees are capable to getting any job done as long as the job was within the employees’ skills and competency. More so, this type of leader had been known to be concerned with every detail relating to employees work. He was prepared to give his counsel to employee whenever necessary in order to enhance the performance of his/her subordinates.   He/she believes in helping employees to develop on the job and to learn by example from those who had acquired the necessary skills in that area of jobs/tasks. The mean value computed for this test item of 4.00 was better than the acceptable mean of 3.00 on a five pointlikert scale. This affirmed the fact that the test item was significant and if put into good use in Central Specialist Hospital, Sango-Otta, might influence employee’s performance. 
[bookmark: _Toc119050583]4.1.2.3 Perception of respondents on Laissez-Faire Leadership Style in Central Specialist Hospital
Laissez-faire leadership style is a kind of leader that is ready to accommodate his/her subordinate’s weakness without enforcing or some cases partially enforcing organization corrective measures. This type of leadership style was not really beneficial to the employee as a result of the fact that he has no proper control over the lackadaisical attitude of the employees.  It was popular believed that employees tend to thrive under this leadership style since he gave them (subordinates) the required freedom they needed to operate but not much might be achieved by an organization in the long run. Therefore, this section focused on the assessment of respondents’ perception on laissez-faire leadership style deployed in Central Specialist Hospital, Sango Otta. 
[bookmark: _Toc119051295]Table 4.4 Distribution of respondents’ perception on Laissez-Faire Leadership Style in Central Specialist Hospital
	S/N
	Variable
	SA
(%)
	A
(%)
	UND (%)
	D
(%)
	SD
(%)
	Mean
	Std
	Remark

	1
	My boss empower subordinate by sharing power and authority
	56  (23.33)
	134 (55.83)
	34 (14.17)
	10 (4.17)
	6
(2.50)
	3.93
	0.89
	Highly Sign 

	2
	My boss use persuasion to influence others instead of coercion or force
	67 (27.92)
	166 (69.17)
	4 
(1.67)
	3
 (1.25)
	-
	4.24
	1.37
	Sign 

	3
	My boss always give me the authority needed to do my job well
	80 (33.33)
	133 (55.42)
	12 (5.00)
	6
 (2.50)
	9
(3.75)
	4.12
	0.90
	Highly Sign 

	4
	My boss allows employee to use their own discretion in ensuring that jobs are performed within the deadlines stipulated for them
	100 (41.67)
	67 (27.92)
	23  (9.58)
	30  (12.50)
	20  (8.33)
	3.82
	1.32
	Sign 

	5
	Rules and regulations of the organization are easily disobeyed and not properly followed
	123 (51.25)
	56 (23.33)
	45 (18.75)
	9
 (3.75)
	7 
(2.92)
	4.16
	1.05
	Sign 

	6
	The internal control system is weak under this leadership style hence performance is slow.
	77 (32.08) 
	130 (54.17)
	23 (9.58)
	5
 (2.08)
	5
 (2.08)
	4.12
	0.82
	Highly Sign 


Source: Researcher’s Field work, 2025 
Table 4.4 presented the distribution of respondent’s perception on the laissez-faire leadership style in Central Specialist Hospital, Sango Otta. Looking at the result from the table, it was found that 23.33% of the respondents strongly agreed that their bosses empower subordinate by sharing power and authority while 55.83% of the respondents agreed with this test item. In addition, 14.17%, 4.17% and 2.50% of the respondents were undecided, disagreed and strongly disagreed respectively with tis test statement. This revealed that substantial numbers of the respondents agreed that their bosses empower subordinate by sharing power and authority. With laissez-faire leader in charge of a unit/department in Central Specialist Hospital, Sango Otta subordinates were used to have a good time in time of delegation of authority to do their work. As Aremu (2017) pointed out that absolution of authority and power might be enjoyed by subordinates working under a laissez-faire leader.  This was because a laissez-faire did not care about how the jobs/tasks were done. He was interested in result no matter what method the subordinates used in getting it. He as a leader is not interested in the process leading to final result of a policy, procedure and process but just the result. Although these results or final outcome might not be in the best interest of the management. Aremu (2017) argued that abuse of authority and power were by employees were rampant under this form of leadership. The mean value computed for this test item of 3.93 justified the fact that the test item was significant. 
It was found that 27.92% of the respondents strongly agreed that their boss used persuasion to influence others instead of coercion or force while 69.17% of the respondents agreed with this test item. Also, 1.67%, and 1.25% of the respondents were undecided, and disagreed respectively with this test item. This indicated that substantial numbers of the respondents agreed that their bosses use persuasion to influence others instead of coercion or force. One of the major strength of a laissez-faire was that he believes in persuading his/her subordinates to get things done instead of forcing and threatening them. Subordinates loved to work under a laissez-faire leader since the leader did not care to re-evaluate their jobs. The employees know that their boss was weak in term of enforcement of organizational rules and always prepare to threaten him when given tasks to perform. With his ability of persuasion, he is ready to make the hardest hearted workers to work. He is a boss that is ready to comply with the organization rules but to enforce same on his subordinates is usually a problem. He needs to persuade his subordinates in order to get their attention in relation to compliance with rules and orders of the organization. The mean value obtained for this test item of 4.24 was far better than the acceptable mean of 3.00 and hence, it was reasonable to assert that the test item was significant and might possibly influence employees’ performance in Bowen University Teaching Hospital.
Furthermore, 33.33% of the respondents strongly agreed that their bosses always give them the authority needed to do their jobs well while 55.42% of the respondents agreed with this test item.  In continuation, 5%, 2. l50% and 3.75% of the respondents were undecided, disagreed and strongly disagreed respectively with this test item. This revealed that sufficient numbers of the respondents agreed that that their bosses always give them the authority needed to do their jobs well. A laissez-faire leader was ready to give his/her authority to subordinates when performing a task. He is prepared to release his power to subordinates during the process to accomplish a task/job by the employees.  He is ready to give his/her full backing to the subordinates in order to ensure that the outcome of the tasks is favourable to the overall goal of his/her department. He/she is less concerned on the procedures and methods used by his/her subordinates to get the jobs done. His focus is not on whether or not the subordinates deviate from the laid down rules in accomplishing the jobs but success of the task that might help in alleviating his/her unit/department. In fact, he is prepared to hand over more authorities to his subordinates if the outcome of a task come out favourably. Aliyu (2012) argued that a laissez-faire leader is an inactive leader and always prepared to push his responsibility to his employees.  The mean value obtained for this test item of 4.12 with a standard deviation of 0.90 affirmed that the test item was significantly and might influence employee performance. 
Moreover, 41.67% of the respondents strongly agreed that their bosses allowed employees to use their own discretion in ensuring that jobs were performed within the deadlines stipulated for them while 27.92% of the respondents agreed with this test statement. Conversely, 9.58%, 12.50% and 8.33% of the respondents were undecided, disagreed and strongly disagreed respectively with this test statement. This revealed that 69.59% of the respondents agreed that their boss allowed employees to use their own discretion in ensuring that jobs were performed. With laissez-faire boss in charge, employees are prepared to use their own discretion to get things done for the organization. He is a leader that is prepared to take the blame when things were not going as expected. He supports any employee who uses his/her initiative, ideas, and skill to get things done for his department. Under this leadership style, employees who are ready to use their discretion for the betterment of the organization developed quickly but they lacked advanced knowledge of organizational system since the boss is not a teaching boss. The mean value obtained for this test item of 3.82 was better than the acceptable mean of 3.00 on a five point Likert scale. This revealed that the test item was significant as a measure of laissez-faire leadership style and hence, might influence employees’ performance positively.
Resultantly, it was found that 51.25% of the respondents strongly agreed that rules and regulations of the organization were easily disobeyed and not properly followed while 23.33% of the respondents agreed with this test item. Meanwhile, 18.75%, 3.75% and 2.92% of the respondents were undecided, disagreed and strongly disagreed respectively with this test item. This indicated that sufficient numbers of the respondents agreed that those rules and regulations of the organization were easily disobeyed and not properly followed by laissez-faire leader. With laissez-faire boss in charge of a department the rules and regulations of the organization might be easily disobeyed by subordinates. This was because a laissez-faire might not be interested in strict enforcement of organizational rules and regulations since his theory was laid on the fundamentalism of persuasion and not brutal force. He wants the employees to see their working place as their second home as a result of this, he gives employees the liberty to operate within the confine of certain organizational rules which might not be totally complied with by his subordinates.  He does not believe in the use of stick before organizational rules and regulations were complied with by employees and hence, the rules were easily disobeyed or not fully obeyed by his employees. The mean value computed for this test item of 4.16 confirmed that the test item was significant and might influence the performance of employees under this leadership style. 
On a final note, 32.08% of the respondents strongly agreed that the internal control system was weak under this leadership style hence performance was slow while 54.17% of the respondents agreed with this test item. Also, 9.58%, 2.08% and 2.08% of the respondents were undecided, disagreed and strongly disagreed respectively with this test item. This indicated that sufficient numbers of the respondents agreed that the internal control system was weak under this leadership style hence performance was slow. There was a high probability that the internal control system might be weak under laissez-faire leadership style. This was because compliance to rules and regulations of the organization might be seriously weak as a result of failure of the employees to abide by these rules. In addition, it is a fact that a laissez-faire leader in an organization is an enforcer of rules and regulations. He is prepared to bend any internal control system that might hinder him to delegate his authority appropriately to the subordinates. He is always a result oriented boss irrespective of the method used to achieve this result.  He is not ready to jeopardize his employees’ liberty at the altar of enforcement of internal control system. He is ready to be merciful with any subordinate that is ready to produce performance in future. As argued by Richard (2017) is not a lackadaisical leader because he usually shows concern for organization cultural behaviours that could influence performance. The mean value obtained for this test item of 4.12 confirmed that the test item was significant and hence, might influence the performance of employee in the study area. 
[bookmark: _Toc119050584]4.1.2.4 Perception of respondents on performance of employees in Central Specialist Hospital
The performance of employees in an organization depends to a large extent on the type of leadership style adopts and practices by an organization. For instance, experience has shown that an autocratic leadership style does much harm to employee performance than a democratic style of leadership. In fact, with laissez-faire leadership style employees tended to performance reasonably well but this performance might not be in the right balance with the level of employees’ compliances with rules and regulations of their organization thereby affecting much of their contributions to their organizations. This section of the chapter dealt with the assessment of respondents’ perception on the performance of employees in Central Specialist Hospital, Sango Otta. 
[bookmark: _Toc119050585]4.1.2.4.1 Perception of respondents on influence of autocratic leadership style on quality of employees’ work
The quality of employees’ works might be affected with autocratic leaders in charge. This was because no sane employees love to work under duress. Employees want to be free to perform their duties. They want to be able to enjoy some levels of liberty when doing their jobs. They hate to be controlled and manipulated before carrying out their jobs. Therefore, this section focused on the assessment of respondents’ perception on how autocratic leaders might influence the quality of employees’ works. 
[bookmark: _Toc119051296]Table 4.5 Distribution of respondents’ perception on the quality of employees’ work
	S/N
	Variable
	YES
(%)
	NO
(%)
	Mean
	Std
	Remark

	1
	Employees do set up clear objectives and goals to deliver the work on time
	51
(21.25)
	189 
(78.75)
	1.21
	0.42
	Low Quality 

	2
	Subordinate place a value on quality of work done
	178 
(74.17)
	62 
(25.83)
	1.74
	0.44
	High Quality 

	3
	Subordinate do carry out a client survey
	43 
(17.92)
	197 
(82.08)
	1.18
	0.38
	Low Quality 

	L
	Subordinates ensures that jobs and tasks are performed in line with the lay down procedures
	203 
(84.58)
	37  
 (15.42)
	1.85
	0.34
	High Quality 

	5
	Employees ensure that work done meet the specification of client and customers of the hospital
	211  
(87.92)
	29
 (12.08)
	1.88
	0.32
	High Quality 


Source: Researcher’s Field work, 2025 
Table 4.5 presented the distribution of respondents’ perception on the quality of work done by the employees. From the table, 21.25% of the respondents said yes employees did set up clear objectives and goals to deliver the work on time while 78.75% of the respondents said no.  This indicated that sufficient numbers of respondents did not agreed that employees did set up clear objectives and goals to deliver the work on time. The implication of this was that with autocratic leader in charge, no employees could set up his/her own objectives and goals to deliver the work in time without the knowledge of his boss. In fact, an autocratic boss detests employee that believed that he knows it all and hence, by passing him in a matter of policy and procedure. Employees were disposed as a rule to follow the laid down procedures to complete a job and task in time when dealing with autocratic leader. The mean value computed for this test item of 1.21 affirmed that no employees could use his own objectives or goal to get job done in time without recourse to this type of leader and hence, employees’ job quality under this test item was low. 
Also, 74.17% of the respondents said yes subordinates placed a value on quality of work done under autocratic leader while 25.83% of the respondents disagreed with this test statement. This showed that sufficient numbers of the respondents were in support of the fact that under autocratic leader subordinates place a value on quality of work done.  With autocratic leader in charge subordinates ensued that all necessary procedures were followed on the jobs in order to produce high quality work that might meet the specification of both internal and external customers. In relation to Central Specialist Hospital, Sango Otta under autocratic boss, usually made sure that they produce high quality work with regard to the hospital rules. This indicated employees who are medical personnel attend to patients promptly and their administrative counterparts ensure that they did their jobs as at when due. The mean value obtained for this test variable of 1.74 affirmed that the test item was significance and hence, the performance of employee under autocratic leadership style in this organization had improved. 
The result in the table farther revealed that 17.92% of the respondents said yes subordinate did carry out a client survey while 82.08% of the respondents refused to support this test variable. This indicated that sufficient numbers of the respondents did not support this test item. The implication of this was that, an autocratic leader does not care whether his/her organization is losing its clients to its competitors since his main concern is to ensure strong internal control system at the detriment of clients. With autocratic leaders in charge, clients and customers tend to run away from an organization. This is because no sane customers / clients would continue to patronize an organization where the management do not care about their complaints and feelings. The mean value computed for this test item of 1.18 was less than the acceptable mean of 1.50. This implied that employees in Central Specialist Hospital, Sango Otta did not carry out clients’ survey and hence, the quality of this performance item was tend to be low. 
Also, 84.58% of the respondents said ‘yes’ subordinates ensured that jobs and tasks were performed in line with the laid down procedures while 15.42% of the respondents did not support this test item. This indicated that substantial numbers of the respondents were in support of the fact that subordinates ensured that jobs and tasks were performed in line with the laid down procedures. With autocratic leader in charge, employees made sure that all necessary procedures in a job or performing a task were appropriately followed. This was necessary because failure of an employee to follow appropriately the laid rules might be melt with sanction. Employees/subordinates as a matter of necessity adequately followed what was required of the in order to please their leaders. The mean value computed for this test item of 1.85 confirmed that the performance of employees in relation to this test variable was high. 
More so, 87.92% of the respondents said ‘yes’ employees ensured that work done melt the specification of client and customers of the hospital while 12.08% of the respondents failed to support this test item. This showed that substantial numbers of the respondents were in agreement that employees ensured that work done met the specification of clients and customers of the hospital. It was the responsibility of employees of Central Specialist Hospital, Sango Otta to ensure that they satisfy their clients and customers respectively. Thus, with autocratic leader in charge, employees were on their toes in order to meet not only the deadline stipulated for tasks/jobs but also to enhance customers and clients’ satisfaction by ensuring that work done were in line with their specification. The mean value obtained for this test variable of 1.88 was better than the acceptable mean of 1.50 on a two point Likert scale. This revealed that the quality of employees’ jobs under autocratic leader in line with this variable had significantly improved. 
[bookmark: _Toc119050586]4.1.2.5.2 Perception of respondents on effect of democratic leadership style on employees’ efficiency
[bookmark: _Toc119051297]The style of leadership adopted in an organization might make or mar the efficiency of employee. Employee efficiency seems as the rate at which employees were able to apply organizational rules and regulations in order to get things done. The extent at which a democratic leader related to his subordinates had been found by many scholars to enhance the efficiency of employees. This was because a democratic leader ensured that all employees under his/her care were carried along in the course of applying policies, rules and procedures of the organization. In fact, with democratic leader in charge it might be difficult to distinguish between the leader and the subordinates based on the fact that everyone were actively involved in production processes. Therefore, this section assessed the respondents’ perception on employee efficiency in relation to democratic leadership style. 
Table 4.6 Distribution of respondents’ perception on employee efficiency in Central Specialist Hospital
	S/N
	Variable
	Yes
	No
	Mean
	Std
	Remark

	1
	Employees do implement their plan using the smallest possible expenditure of resources
	190
(79.17)
	50
(20.83)
	1.79
	0.41
	Efficiency

	2
	Employee get jobs done within the time specified for them
	234
( 97.50)
	6
(2.50)
	1.98
	0.07
	Very Efficiency

	3
	Subordinates in the organization are results oriented
	189
(78.75)
	51
(21.25)
	1.79
	0.40
	Efficiency

	4
	Subordinates in my department carry out their jobs with minimum supervision
	231
(96.25)
	9
(3.75)
	1.96
	0.21
	Efficiency

	5
	Subordinates in my department contribute meaningfully to strategic opinion in the hospital 
	211
  (87.92)
	29 
 (12.08)
	1.88
	0.32
	Efficiency 


 Source: Researcher’s Field work, 2025
Table 4.6 presented the distribution of respondents on employee efficiency in Central Specialist Hospital, Sango-Otta. Looking at the result from the table, it was discovered that 79.17% of the respondents said ‘yes’ employees do implement their plan using the smallest expenditure of resources while 20.83% of the respondents refused to support this test item. The import of this was that sufficient numbers of the respondents support the fact that when democratic leader was in charge, employees do implement their plan using the smallest possible expenditure of resources. One of the hallmarks of a democratic leader in an organization is that he allows his subordinates to carry out a job/task based on their own ideas and what they had learned without going against the laid down procedures. He allows his employees to use their own opinions, ideas and skills to get things done for their department using the smallest expenditure of resources. His focus as a boss is usually cost minimization not at the detriment of quality services and products. The mean value computed for this test item of 1.79 with a standard deviation of 0.41 affirmed that this test item was efficiency accomplished among employees under democratic leader in Central Specialist Hospital, Sango-Otta.     
Moreover, it was found that 97.50% of the respondents said ‘yes’ employees got jobs done within the time specified for them while 2.50% of the respondents failed to support this test parameter. This indicated that substantial numbers of the respondents supported the fact that employees got jobs done within the time specified for them. Democratic leader ensured that he used both carrot and stick in order to enhance the performance of his subordinates on the job. He made sure that his employees were well motivated in order to ensure that the jobs for them were completed as at when due.  Employees of Central Specialist Hospital, Sango-Otta made sure that jobs allocated to their departments/units were completed before the due date. This was necessary in order to increase the patronage of clients and customers in the teaching hospital.  The mean value obtained for this test statement of 1.98 with a standard deviation of 0.07 confirmed that the test item was very effective. 
Also, 78.75% of the respondents were in support of the fact that subordinates in the organization were results oriented while 21.25% of the respondents failed to support this test statement. This revealed that enough respondents were in support of the fact that subordinates in the organization were results oriented. The influence of democratic leader on their subordinates could not be under estimated. This was because a democratic boss ensured that he participated effective in operational activities and saw to the completion of each activities processes in his/her department. He continually emphasizes same to his/her subordinates to be result oriented in whatever assignment/task they were assigned to do. He ensures that his/her subordinates were given every necessary support to succeed on their jobs. This had continually helped many employees under such bosses in the hospital to always see to the end of a task without compromising laid down procedure and standard.  The mean and standard deviation computed for this test item were 1.79 and 0.40 respectively. This showed that subordinates under democratic leader in the hospital were results oriented. This assertion was premised on the fact that the mean value obtained for the test item was better than the acceptable mean of 1.50 on a two pointlikert scale with a standard deviation of 0.40 that indicated a slight dispersion from the mean. 
Furthermore, 96.25% of the respondents said ‘yes’ subordinates in their department carried out their jobs with minimum supervision while 3.75% of the respondents refused to support this test statement. This indicated that substantial numbers of the respondents were in agreement that subordinates in their departments carried out their jobs with minimum supervision when a democratic leader was in charged. A democratic leader believes in training and development of his/her subordinates. He ensures that his subordinates are adequately trained in doing the jobs and as a result of this he did not need to always stay with them when doing their tasks. He only attends to issues relating to policies, direction, procedures and processes and tried to explain same to the subordinates. The mean value computed for this test statement of 1.96 affirmed that the test item was efficiency in the hospital. 
More so, 87.92% of the respondents said ‘yes’ subordinates in their departments contributed meaningfully to strategic opinion in the hospital while 12.08% of the respondents failed to support this test item. This revealed that substantial numbers of the respondents believed that subordinates in their departments contributed meaningfully to strategic opinion in the hospital. Democratic leader is a leader for the people. He demonstrates by giving the necessary leverage to the subordinates to participate effectively in decision making of the organization. He continually assured the employee that even when they were wrong he was there for them and that no employee would be victimized as a result of his opinion.  This attribute of democratic boss had helped employees in the hospital to relate properly and mutually with his bosses without any rancor.  The mean value obtained for this test item of 1.88 with a standard deviation of 0.32 confirmed that the test item was efficiency and hence, subordinates in Central Specialist Hospital, Sango Otta might be efficiency in this regard. 
[bookmark: _Toc119050587]4.1.2.5.3 Perception of respondents on employee effectiveness in relation to Laissez-Faire Leadership Style
The effectiveness of employees might be difficult to achieve under laissez-faire leadership style. This was because a laissez-faire leader committed absolution of authority to subordinates to do whatever he/she seem right to achieve results.  This too much of latitude of freedom for employees according to Houston (2016) might be abused and misused by the subordinates. In fact, sufficient numbers of their subordinates might feel like boss and fail to comply with the least internal control system in their organization. This if continued, might affect both the performance of the organization as well as that of the subordinates. Therefore, this section assesses the effectiveness of employees in relation to laissez-faire leadership style.
[bookmark: _Toc119051298]Table 4.7 Distribution of Respondents perception on employees’ effectiveness in Central Specialist Hospital.
	S/N
	Variable
	Yes
	No
	Mean
	Std
	Remark 

	1
	Subordinates in my department carry out their jobs within the time stipulated for them.
	102
 (42.50)
	138 
(57.50)
	1.43
	0.48
	Not Effective

	2
	Employees in the University Hospital are ready to achieve the target goal of the organization within the limited resources when laissez-faire leaders were in charge
	98 
(40.83)
	142 
(59.17)
	1.41
	0.49
	Not Effective 

	3
	With laissez-faire leader in charge  subordinate in my departments are willing to put in a great deal of extra effort to help this organization be successful 
	70
 (29.17)
	170 
(70.83)
	1.29
	0.46
	Not Effective

	4
	With Laissez-faire leader Subordinates in my department go extra mile to meet the customers’ needs
	88 
(36.67)
	152
 (63.33)
	1.37
	0.47
	Not Effective

	5
	Employees in the university hospital achieve their departments target without being pushed by superior officials/management when laissez-faire leader was in charge  
	72 
(30.00)
	168
 (70.00)
	1.30
	0.46
	Not Effective


Source: Researcher’s Field work, 2025
Table 4.7 presented the distribution of respondents’ perception on the effectiveness of employees of Central Specialist Hospital, Sango Otta. From the table, 42.50% of the respondents said ‘yes’ subordinates carried out their jobs within the time stipulated for them whenever laissez-faire leader was in charge while 57.50% of the respondents did not support this test statement. This showed that sufficient numbers of the respondents were of the opinion that subordinates in their departments did not carry out their jobs within the time stipulated for them. A laissez-faire leader accommodates unscrupulous behaviours of subordinates at work.  He is a leader that is very weak in implement necessary internal control system to check the excessiveness of the subordinates in terms of failure to complete the jobs assigned to them in time, absent from duties and other vices that do not encourage job effectiveness. As argued by Dele (2017) that subordinates under laissez-faire leader lacked necessary impetus to contribute meaningfully to organizational effectiveness. Their effectiveness are usually zero when laissez-faire leader was in charge. The mean value obtained for this test item of 1.43 affirmed that subordinates under the laissez-faire leader in the hospital did not carry out their jobs within the time stipulated for them and hence, their effectiveness in this regard was zero. 
Resultantly, it was discovered that 40.83% of the respondents said ‘yes’. Employees in Central Specialist Hospital, Sango-Otta were ready to achieve the target goal of the organization within limited resources when laissez-faire leaders were in charge while 59.17% of the respondents said ‘no’ to this test item. This revealed that substantial numbers of the respondents were not in support of the fact that employees in Central Specialist Hospital, Sango-Otta were ready to achieve the target goal of the organization within limited resources when laissez-faire leaders were in charge. Employees under a liassez-faire leader were not usually goal oriented since their boss as well as no definite target for his/her department.  These kinds of employees wasted the resources allocated for them to achieve a task simply because they were not well trained by their leaders.  Their (employees) effectiveness in handling a task was always inadequate since they had not been seriously trained and develop on the job. They were just way fairing employees as argued by Aliyu (2005). They have no specific goal in mind to accomplish for their department/unit since their leader was also lacks adequate training in organizational discipline.  The mean value computed for this test item of 1.41 confirmed that employee effectiveness with regard to this test statement was not adequate. 
Moreover, 29.17% of the respondents said ‘yes’ with laissez-faire leader in charge subordinates in their departments were willing to put in a great deal of extra efforts to help the organization to be successful while 70.83% of the respondents said ‘no’ to this test variable. This showed that sufficient numbers of the respondents supported the fact that with laissez-faire leader in charge subordinates in their departments were not willing to put in a great deal of extra efforts to help the organization to be successful. The head as they said determined what happened to the whole body and hence, since laissez-faire leader was not ready to go the extra mile to see the organization succeeded then, the subordinates as well might not be ready to contribute meaningfully to the development of the organization. A laissez-faire leader has no intention to push himself and subordinates under him to achieve result. He believes that employees could under whatever challenge they might face during the course of doing their jobs without him actively involved in the process. His failure to supervise his subordinates might affect the overall output of a process, policy and procedure and seriously contribute to employee ineffectiveness on the job.   The mean value obtained for this test variable of 1.29 indicated that the effectiveness of employees in this regard was not encouraging when a laissez-faire leader was in charge. 
Furthermore, 36.67% of the respondents said ‘yes’ with laissez-faire leader subordinates in their department went extra mile to meet the customers’ needs while 63.33% of the respondents said ‘no’ to this test item. This showed that sufficient numbers of the respondents disagreed with this test item. The import of this was that with laissez-faire leader in charge of the subordinates in departments/units in the hospital might not be ready to meet customers’ needs. A laissez-faire leader had no control over his/her subordinates. He lacks seriousness in implanting the internal control system that might help in curtailing the excessiveness of some staff under him. The employees continue to capitalize upon this and tend to run away from their responsibility. His level of intimacy with subordinates has no definite limit and as a result of this subordinates continue to lack proper effectiveness in the area of meeting customers need. For instance, many nurses in the hospital might not sometimes be willing to attend to patients in time and their departmental heads continue to overlook this without appropriate action while others might not even come to work as a result of inadequate excuses. This scenario had continued to deprive the employees of this hospital essential effectiveness in the area of meeting customers’ needs. The mean value obtained for this test item of 1.37 confirmed that the employees’ effectiveness in this regard was not good. 
[bookmark: _Toc119050588]In addition, 30% of the respondents said ‘yes; employees Central Specialist Hospital, Sango Otta achieved their departments’ targets without being pushed by superior officials/management when laissez-faire leader was in charge while 70% of these respondents said ‘no’ to the test statement. This showed that substantial numbers of the respondents were in support of the fact that employees in the university hospital achieved their departments target while being pushed by superior officials/management when laissez-faire leader was in charge. Since the leader was weak, there was need for the management and superior officials in the hospital to intervene. This was necessary in order to ensure that the goal of the hospital and that of the department were achieved. Failure to achieve this departmental goal and target might lead to failure to achieve the overall target of the teaching hospital. The mean value obtained for this test item of 1.30 was less than the acceptable mean of 1.50. This implied that employees under laissez-faire leadership style has not done better with regard to this test item and hence, their inadequacy was said to be ineffective.
4.2 Inferential Analyses
[bookmark: _Toc119050589]4.2.1 Test of Hypotheses
The hypothesis earlier formulated for the study was tested with the aid of log it regression analysis.
[bookmark: _Toc119050590]4.2.1.1 Test of Hypothesis One
HO1: There is no significant effect of autocratic leadership style on employee work quality in Central Specialist Hospital, Sango Otta
Objective One: Determine the effect of autocratic leadership style on employee work quality in Central Specialist Hospital, Sango Otta
4.2.1.1.1 Model Summary  
The findings of coefficient of correlation R and coefficient of adjusted determination R² is as shown in Table 4.8;
[bookmark: _Toc119051299]Table 4.8 Model Summary
	                                                    Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.478a
	.228
	.226
	2.55508

	a. Predictors: (Constant), autocratic leadership style


Source: Researcher’s Fieldwork Computation, 2025.
Table 4.8 indicate the coefficient of determination (R²) that autocratic leadership style explains (22.8%) in the differences of employee work quality, while the increasing degree in autocratic leadership style will increase employee work quality by (0.478). The coefficient tells how much the dependent variable measure is expected to increase since it is positive when the independent variable is increased by 1 unit.   
A prediction equation is useful if the independent variable, autocratic leadership style has some correlation with the dependent variable measure of employee work quality. This has been shown in Table 4.8 that autocratic leadership style and employee work quality has a moderate correlation of 0.478 indicating that there is a moderate relationship between the two variables.   
4.2.1.1.2 ANOVA 
An ANOVA was conducted at 95% level of significant, the findings of F Calculated and F Critical are as shown in Table 4.9
[bookmark: _Toc119051300]Table 4.9 ANOVA
	ANOVAa

	Model
	
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	562.534
	1
	562.534
	86.167
	.000b

	
	Residual
	1899.773
	291
	6.528
	
	

	
	Total
	2462.307
	292
	
	
	

	a. Predictors: (Constant), autocratic leadership style

	b. Dependent Variable: employee work quality
	
	
	


Source: Researcher’s Fieldwork Computation, 2025.
The result in Table 4.9 shows that autocratic leadership style statistically influenced employee work quality as it is associated with sig-value of 0.000 which is less than 0.005 or 5%. Therefore, alternative hypothesis that says autocratic leadership style will significantly affect organizational effectiveness as a tool for employee work quality is accepted.
The findings in Table 4.9 show that F Calculated was 86.167 and F Critical was 3.951 an indication that F Calculated > F Critical an indication that the overall regression model was significant for the study. 
4.2.1.1.3 Regression Coefficients  
[bookmark: _Toc119051301]In order to establish the individual influence of independent variables on dependent variables, the researcher conducted regression analysis. The findings are as shown in Table 4.9.
Table 4.9Regression Coefficients
	                                                                   Coefficients

	

Model
	Unstandarlized Coefficients
	Unstandarlized Coefficients
	T
	Sig

	
	B
	Std Error
	Beta
	
	

	
	(Constant)
	9.566
	1.214
	
	7.877
	.000

	
	autocratic leadership style
	.541
	.058
	.478
	9.283
	.000

	Dependent Variable: employee work quality
	
	
	


Source: Researcher’s Fieldwork Computation, 2025
The finding in Table 4.9 shows that when holding all other variables constant, employee work quality would be at 9.566. A unit increase in autocratic leadership style while holding all other factors constant, employee work quality would be at 0.541.
Also, the p value of autocratic leadership style was 0.000<0.05 an indication that gender diversity significantly influenced employee work quality. This implied that the null hypothesis which stated that autocratic leadership style was not significant on employee work quality was rejected. It was saved to assert that autocratic leadership style was significant on employee work quality. The quality of employees’ job might be negatively affected with autocratic leader in charge. This was because an autocratic leader believes in the use of force to enhance employee performance on the job. He isnot in support of the fact that employee could use their initiatives, knowledge and skills to improve the quality of their jobs. For instance, the time allocated for jobs and tasks to be done might be reduced by employees through new procedures and methods introduced by these subordinates to complete the task which might not seem right to this kind of boss. As argued by Aliyu (2018) that an autocratic leaders lacked the consistent that was noted with democratic leaders in persuading his/her subordinates to improve the quality of their jobs. He does not allow subordinates to use a different method to get jobs done without knowledge. He insists in the use of stick, query and sanction to help the subordinates to increase their performance.
[bookmark: _Toc119050591]4.2.1.2 Test of Hypothesis Two
HO2: There is no significant effect of democratic leadership style on employee efficiency in Central Specialist Hospital, Sango Otta.
Objective Two: Investigate the effect of democratic leadership style on employee efficiency in Central Specialist Hospital, Sango Otta
The findings of coefficient of correlation R and coefficient of adjusted determination R² is as shown in Table 4.10;
[bookmark: _Toc119051302]Table 4.10 Model Summary
	                                                    Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.528a
	.307
	.304
	2.79148

	a. Predictors: (Constant), democratic leadership style


[bookmark: _Hlk43975737]Source: Researcher’s Fieldwork Computation, 2025.
Table 4.10 indicate the coefficient of determination (R²) that democratic leadership style explains (30.7%) in the differences of employee efficiency, while the increasing degree in democratic leadership style will increase employee efficiency by (0.528). The coefficient tells how much the dependent variable measure is expected to increase since it is positive when the independent variable is increased by 1 unit.   
[bookmark: _Hlk43894270]A prediction equation is useful if the independent variable, democratic leadership style has some correlation with the dependent variable measure of employee efficiency. This has been shown in Table 4.11 that democratic leadership style and employee efficiency has a moderate correlation of 0.528 indicating that there is a moderate relationship between the two variables.   
4.2.1.1.2 ANOVA 
An ANOVA was conducted at 95% level of significant, the findings of F Calculated and F Critical are as shown in Table 4.11;
[bookmark: _Toc119051303]Table 4.11 ANOVA
	ANOVAa

	Model
	
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	273.044
	1
	273.044
	35.040
	.000b

	
	Residual
	2267.584
	291
	7.792
	
	

	
	Total
	2540.628
	292
	
	
	

	a. Predictors: (Constant), democratic leadership style

	b. Dependent Variable: employee efficiency
	
	
	


Source: Researcher’s Fieldwork Computation, 2025
The result in Table 4.11 shows that democratic leadership style statistically influenced employee efficiency as it is associated with sig-value of 0.000 which is less than 0.005 or 5%. Therefore, alternative hypothesis that says democratic leadership style will significantly affect efficiency as a tool for employee performance is accepted.
The findings in Table 4.11 also shows that F Calculated was 35.040 and F Critical was 4.1213 an indication that F Calculated > F Critical an indication that the overall regression model was significant for the study. 
[bookmark: _Hlk43894315]4.4.2.2.3 Regression Coefficients  
In order to establish the individual influence of independent variables on dependent variables, the researcher conducted regression analysis. The findings are as shown in Table 4.12.
[bookmark: _Toc119051304]Table 4.12Regression Coefficients
	                                                                   Coefficient

	
Model
	Unstandarlized Coefficients
	Unstandarlized Coefficients
	T
	Sig

	
	B
	Std Error
	Beta
	
	

	
	(Constant)
	12.761
	1.310
	
	9.742
	.000

	
	democratic leadership style
	.569
	.062
	.528
	5.919
	.000

	Dependent Variable: employee efficiency
	
	
	


Source: Researcher’s Fieldwork Computation, 2025
The finding in Table 4.12 shows that when holding all other variables constant, employee efficiency would be at 12.761. A unit increase in democratic leadership style while holding all other factors constant, employee efficiency would be at 0.528.
Also, the p value of democratic leadership style was 0.000<0.05 an indication that democratic leadership style significantly influenced employee efficiency. This showed that the null hypothesis which stated that democratic leadership style was not significant on employee efficiency in Central Specialist Hospital, Sango Otta was rejected. This implied that democratic leadership style was sufficiently significant on employees’ efficiency in the organization. The employee efficiency in terms of managing the resources of the organization can be accomplished on a task with the contribution of employee towards decision making process of the organization. Also, abiding by rules and regulations guiding the organization affairs could be enhanced if democratic leadership style is deployed by bosses in the hospital. As noted by Aliyu (2018) cited in Houston (2006) that one of the greatest quality of a democratic leadership was that he ensured that his/her subordinates were carried along during decision relating top policy, process and procedure in the organization. A democratic leader does not only disseminate information to subordinates on what is needed to be done, he makes sure that he/she participates in activities leading to final outcome of a task/work/process. In addition, the level at which a democratic leader related to his subordinates had makes it possible for employees under him to effectively contribute their own quotas to organizational performance. He (democratic leader) believes that he is not only the boss but also an employee which duty is to see that employees under him do their beat whenever they were called upon. He uses both carrot and stick simultaneously in order to persuade his subordinate to contribute seriously to a process. His style of leadership is full of persuasion and perseverance for employees.  He is ready to accept employee mistake as long as they are prepared to learn.  He is readily available to solve employees’ problem even their personal problems as long as they contribute meaningfully to organizational performance. Employees under this leader are prepared to give their very best since their boss is ready to listen and appreciate the little effort they provide towards the successful completion of works/jobs.
[bookmark: _Toc119050592]4.2.1.1.3 Test of Hypothesis Three
HO3: Laissez-faire leadership style has no significant effect on employee effectiveness in Central Specialist Hospital, Sango Otta
Objective Three: Explore the effect of laissez-faire leadership style on employee effectiveness in Central Specialist Hospital, Sango Otta
[bookmark: _Hlk43894353][bookmark: _Hlk46900218]4.4.3.2.1 Model Summary  
The findings of coefficient of correlation R and coefficient of adjusted determination R² is as shown in Table 4.13;
[bookmark: _Toc119051305]Table 4.13 Model Summary
	                                                   Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.454a
	.206
	.204
	2.59139

	a. Predictors: Predictors: (Constant), Laissez-faire leadership style


Source: Researcher’s Fieldwork Computation, 2025
Table 4.13 indicate the coefficient of determination (R²) that Laissez-faire leadership style explains (20.6 %) in the differences of employee effectiveness, while the increasing degree in Laissez-faire leadership style will increase employee effectiveness by (0.454). The coefficient tells how much the dependent variable measure is expected to increase since it is positive when the independent variable is increased by 1 unit.   
A prediction equation is useful if the independent variable, Laissez-faire leadership style has some correlation with the dependent variable measure of employee effectiveness. This has been shown in Table 4.16 that Laissez-faire leadership style and employee effectiveness has a moderate correlation of 0.454 indicating that there is a moderate relationship between the two variables.
4.2.1.1.2 ANOVA 
An ANOVA was conducted at 95% level of significant, the findings of F Calculated and F Critical are as shown in Table 4.14;
[bookmark: _Toc119051306]

Table 4.14 ANOVA
	ANOVAa

	Model
	
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	508.155
	1
	508.155
	75.671
	.000b

	
	Residual
	1954.152
	291
	6.715
	
	

	
	Total
	2462.307
	292
	
	
	

	a. Predictors: (Constant), Laissez-faire leadership style

	b. Dependent Variable: employee effectiveness
	
	
	


Source: Researcher’s Fieldwork Computation, 2025
The result in Table 4.14 shows that Laissez-faire leadership style statistically influenced employee effectiveness as it is associated with sig-value of 0.000 which is less than 0.005 or 5%. Therefore, alternative hypothesis that says Laissez-faire leadership style will significantly affect employee effectiveness as a tool for employee performance is accepted.
The findings in Table 4.14 also shows that F Calculated was 75.671 and F Critical was 3.967 an indication that F Calculated > F Critical an indication that the overall regression model was significant for the study.
4.2.1.1.3 Regression Coefficients  
In order to establish the individual influence of independent variables on dependent variables, the researcher conducted regression analysis. The findings are as shown in Table 4.15
[bookmark: _Toc119051307]Table 4.15Regression Coefficients
	                                                               Coefficients

	                     Model
	Unstandarlized Coefficients
	Unstandarlized Coefficients
	T
	Sig

	
	B
	Std Error
	Beta
	
	

	
	(Constant)
	9.453
	1.308
	
	7.227
	.000

	
	Laissez-faire leadership style
	.540
	.062
	.454
	8.699
	.000

	Dependent Variable: employee effectiveness
	
	
	


Source: Researcher’s Fieldwork Computation, 2025.
The finding in Table 4.15shows that when holding all other variables constant, employee effectiveness would be at 9.453. A unit increase in Laissez-faire leadership style while holding all other factors constant, employee effectiveness would be at 0.454.
Also, the p value of Laissez-faire leadership style was 0.000<0.05 an indication that Laissez-faire leadership style significantly influenced employee effectiveness. This indicated that the null hypothesis which stated that laissez-faire leadership style was not significant on employee effectiveness was rejected. It was save to reason that laissez-faire leadership style was significant on employees’ effectiveness. The type of leadership style adopted by an organization might make or mar the effectiveness of employees as well as the performance of the organization. A laissez-faire leader was usually an inactive leader that depended solely on his subordinates’ discretion in getting things done in the organization. His relationship with his trusted subordinates was so close to the extent that he delegates all his authorities into the hands of these subordinates.  Subordinate under him made decisions relating to work to be done. He has no input on what is needed to be done. He is so carefree that internal control system under his watch was weak. His trusted subordinates behave like king in the organization and his report is always in their favour. Jobs and works were unnecessarily delayed and hardly would subordinates under him meet the deadline stipulated for jobs. The effectiveness of subordinate/employee under him in relation to work to done was zero.  His lackadaisical attitudes to his/her trusted employee usually hamper processes, decision and procedures.  His employees disobey rules and regulations of the organization at will since he always shows preferential treatment in their support. As pointed by Ishola (2017) that employee effectiveness is always at lower level whenever an organization put in position, a laissez-faire leader.

