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Abstract — Leaders are accountable for the performance and suess of their organization, which is dependent on qutoyee’s
productivity. Leadership is an indispensable requige for the success of any organization. The purpos# the study was to establish the
effect of leadership styles on employee productiyitat South Nyanza Sugar Company Limited. To achievene objective of the study, the
study used a descriptive research design addressetiresearch objectives. A sample size of 95 wases¢dd from a population of
employees of South Nyanza Sugar Company Limited ugirsimple random sampling technique. The study usedimary data which was
collected using semi-structured questionnaire andata was analyzed using descriptive statistics. Theéusly findings realized that there
is positive significant relationship between autoatic leadership style and employee productivity. Psitive significant relationship also
was between democratic leadership style and emplay@roductivity. However, the research findings shoed that there was no positive
significant relationship also existed between laisg-faire leadership style and employee productivityThe study therefore recommended
that leaders to be aware of what is important for lhe subordinates and the organizations as a whole d®encourage the employees to see
the opportunities and challenges around them creately.
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I. INTRODUCTION situation in which they operate. Diverse leadersijpes are
used to fit employees on the basis of amount ddctiions,
empowerment, and decision-making power [4]. An
administrative phenomenon reflects the contingerndy
leadership and style, situation and performanderdi have
been left to suffocate on their own [5]. As a reésainployee
productivity was affected due to ineffective diient and
application of strategic style in managing dailties. The
study sought to test the following research hypseke

In past years, leadership has never been of impeetto
organizations [1]. Various authors have establisiieat
different individuals from different backgrounds hébit
different leadership styles. Thus organization welt
influences the type and nature of leadership stglebe
embodied. Globally, various countries portray dbeer
leadership styles for instance, France managers use
authoritarian and paternalistic leadership styleslika
Sweden managers who are democratic and decenttalize  Hol: There is no positive significant relationstiptween

enabling employees to be motivated for better perémce autocratic leadership style and employee produgtivi

[2]. According to Boddy [3], leadership is a progeis Ho2: There is no positive significant relationshiptween
which an individual influences others towards goal democratic |eader3hip 5ty|e and emp|0yee prodmy:;[i\/i
achievement. When a leader is vision-ate the orgdion Ho3: There is no positive significant relationshiptween
realizes its goals easily. A leader influences ow hhings laissez-faire leadership style and employee prodtct

are carried out in the organization. Hersey anch&iard [4]
asserted that the effective leader must be a good
diagnostician and adopt style to meet the demaifidbeo
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Il. LITERATURE REVIEW
2.1 Employee Productivity

Employee productivity which sometimes is referreds$
workforce productivity is an assessment of thecafficy of
a worker or group of workers [6]. Productivity mane
evaluated in terms of the output of an employeg $pecific
period of time. According to Mathias and John [7],
productivity is a measure of the quantity and dyalf work
done, considering the cost of the resources usee.nfore
productive an organization, the better its competit
advantage, because the costs to produce its goodls a
services are lower. Better productivity does natessarily
mean more is produced; perhaps fewer people (& les
money or time) was used to produce the same amount.

2.2 Autocratic Leadership Style

Autocratic leadership style which was later named a
classical leadership is the extreme strict prircijpl which
the leader maintains a master-servant relationshii
members of the group [8]. The autocratic leadetaisk
centered and his/her focus is to get a certain thwhe
quickly. Autocratic leader makes all the decisioasd
assigns tasks to members of the group. In orgaoimdt
environment, these leaders are usually powerful €&6o
hold multiple titles (chairman, CEO, presidentgawe high
compensation, and often control large shareholdits
dominate companies [9].

2.3 Democratic Leadership Style

The democratic leadership style is also called the
participative style as it encourages employeesetgdnrt of
the decision making [10]. The democratic managapke
his or her employees informed about everything #ffgcts
their work and shares decision making and probleivirgy
responsibilities [2]. This style requires the leade be a
coach who has the final say, but gathers informatiom
staff members before making a decision[11].

2.4 Laissez-faire Leadership Style

Laissez-faire leadership, also known as delegative
leadership, is a type of leadership style in whedders are
hands-off and allow group members to make the betss
[2]. Researchers have found that this is gener#ily
leadership style that leads to the lowest proditgtamong
group members. The laissez-faire leadership ieikieme
loose principle which includes non-interferenceigokhat
allows complete freedom to all the employees arsl i@
particular way of attaining goals [12]. This stylef
leadership is people centered and the leaders thavgroup

to make its own decision without participating oree
setting a deadline for the decision. In this st@eleader
hopes that the group will make the right decisiba tain
advantage of this style is that it lets the teammimers to
bond and can lead to successful decisions if groembers
take ownership and responsibility of the task.

The study was based on the path goal theory wisich i
theory based on specifying a leader's style or \iehdhat
best fits the employee and work environment in orige
achieve a goal [13]. The goal is to increase engssy
motivation, empowerment, and satisfaction so thegome
productive members of the organization. Zaccaro] [14
presented path goal theory of leadership whichmis af the
contingency theories of leadership. The theory pseg to
describe the way leaders encourage and support thei
followers in achieving the goals they have beenfeeby
making the path that they should take clear ang.€Hse
theory is of the suggestion that a leader needsfiigence
follower's perception of work goals, self-developthegoals
and paths to goal attainment.

I1l. METHODOLOGY

The research used descriptive research design which
involves studies that characterize and describet afsata,
so they can easily be comprehended ([15],[16]). e Th
research used a sample of 95 respondents who aeaex
using simple random sampling technique which is a
probability sampling technique in which everyone tire
target population has an equal chance and probaloifi
being included in the study ([17],[18]). Data wasttgered
using questionnaire which involves sets of strueduand
focused questions that entail a self-reporting -datkection
instrument filled out by research participants irswvey
([29],[20]). The study employed descriptive statstwhich
is a method of quantifying the characteristics afgmetric
numerical data and involve simple measures of a
distribution’s central tendency and variability 1]422]).

F-test was used to test the hypothesis and is lysusdd
to check whether the two samples are from the sammal
population with identical variance or from two régu
populations with the same equivalent variances]([24).
Simple linear regression examines the relationbkipveen
two variables, one of which is referred to as thedtor
variable (that is the variable that usually preceite other),
and the other of which is referred to as the ddtewvariable
(that is the variable that the researcher is istetk in
explaining, predicting, or better understandin@p{[[26]).

? = BO + Ble + BzXz + B3X3 + g, Where,
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Y = Employee productivity

X1 = Autocratic leadership style

X, = Democratic leadership style

X3 = Laissez-faire leadership style

Bi,s Regression coefficient of the two independent \deis

E=error term

IV. RESULTS AND DISCUSSION
4.1 Demographic Information

From Table 1, it is clear that majority of the resgents
were males 57.9% whereas 42.1% were females. hbigss
that the respondents of the study were mainly datethby
male gender since the research was carried outhen t
manufacturing company. It is clear that the mayoiif
respondents, 32% was in the age range of 30-39s,year
followed by 28% in the age range 40-49 years, afidvied
by 21% in the age range of 20-29 years and lagp In
the age range of 50+ years. Therefore majority of
respondents were aged between 30-39 years. Thg stud
revealed that majority of the respondents, 42.1% ha
attained a degree whereas, 31.8% of the responthenis
attained diplomas, 15.8 % of the respondents hizinat
secondary certificates and 10.5% had masters’ degriehis
implies that respondents were well educated anckfie
were in position to respond to the research questisith
ease.

Table 1: Demographic Of Respondents

Gender Frequency | Percentage
Males 55 57.9%
Females 40 42.1%
Age of respondents

20-29 years 20 21
30-39 years 30 32
40-49 years 27 28
50+years 18 19
Educational level

Secondary 15 15.8
Diploma 30 31.6
Degree 40 42.1
Masters 10 10.5

4.2 Leadership Styles
4.2.1 Hypothesis Testing 1

The study used ANOVA to test the significant of the
model. Furthermore, ANOVA output shown in Table 4.2
showed that the hypothesized multiple regressiomlaiso
were statistically adequate. The F-statistic valwas
significant at the 5% level (ko= 7.796, p<0.05). This
showed that the regression coefficients were siamifly
different from zero.

Table 2 : ANOVA of Autocratic Leadership Style And Employee Protlitgt

Model Df  Mean Square F Sig.
1 Regression 5 7.796 42.408 0.000
Residual 90 0.301
Total 95

a. Predictors: (Constant), Autocratic leadershytest
b. Dependent Variable: Employee productivity

From the findings as depicted in Table 2, the study
rejected the null hypothesis (Hol): ‘There is ncsipee
significant relationship between autocratic lealigrsstyle
and employee productivity’. This is to insinuatattkhere is
positive  significant relationship between autoarati
leadership style and employee productivity.

4.2.2 Hypothesis Testing 2

In trying to test the significant of the model, thidy
used ANOVA. Further the ANOVA output shown in Table
2 reveals that the hypothesized multiple regressimdels
were statistically adequate. The F-statistic valwas
significant at the 5% level (ko= 5.543, p<0.05). This
shows that the regression coefficients were sicguifily
different from zero.
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Table 3 : ANOVA of Democratic Leadership Style And Employee Proiitgt

Df Mean Square F Sig.

Model

1 Regression
Residual
Total

5 5.543 30.567 .000°
90 0.156
95

a. Predictors: (Constant), Democratic leadershijge sty

b. Dependent Variable: Employee productivity

As shown in Table 2, the study rejected the null
hypothesis (Hol) ‘There is no positive signifitan
relationship between democratic leadership styled an
employee productivity’. This is to insinuate th&ete is
positive significant relationship between democrati
leadership style and employee productivity.

4.2.3 Hypothesis Testing 3

In trying to test the significant of the model, thidy
used ANOVA. Further the ANOVA output shown in Table
4.2 reveals that the hypothesized multiple regoessiodels
were statistically adequate. The F-statistic valwas
significant at the 5% level (ko= 0.025, p<0.875). This
shows that the regression coefficients were sicguifily
different from zero.

Table 4 : ANOVA of Laissez-faire leadership style and employee bty

Df Mean Square F Sig.

Model

1 Regression
Residual
Total

5 0.124 0.025 0.87%
90 0.132
95

a. Predictors: (Constant), Laisse-faire leadershyjje
b. Dependent Variable: Employee productivity

From the findings as depicted in Table 2, the sfailgd
to reject the null hypothesis (Hol) : ‘There is pasitive
significant relationship between democratic lealdiprstyle
and employee productivity’. This is to insinuatattkhere is
no positive significant relationship between deraticr
leadership style and employee productivity.

V. CONCLUSIONS

In conclusion, the productivity of the employees ¢t
affected by the style of leadership applied by rirenagers
and leaders. From the findings, it was clear tihatre is
positive  significant relationship between autoarati
leadership style and employee productivity. Positiv
significant relationship also existed between daubc
leadership style and employee productivity. Howetbe
research findings indicated that there was no ppesit
significant relationship that existed between leiskire
leadership style and employee productivity.
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