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Abstract

Healthcare Industry 1s one of the fastest growing indusinies umversally employing
over 180 lakh workers. Indian healtheare industry 1s also one of India’s largest sectors
m terms of both emplovinent and revenue. Indian public healtheare dehvery system
meludes 19653 Government hospitals (15818 rural and 3835 urban) having 754724
beds (216793 rural and 537931 urban). Medical education infrastructure has been on a
parallel nise m India with 426 medical colleges, 308 dental colleges, of which 209 are
Government medical colleges: assumed to be mn by 3 lakh personnel providing
services as doctors, nurse, paramedics, non-medicos and unskilled category of staff.
Such teams are working to providing out-patient and inpatient services to around 7
crore patients” yearly, apart from teaching of undergraduate and postgraduate
students. Public healthcare system aims to mmprove the health of people and
population, to unprove the quality of life and to enhance the life expectancy.
Management of people at work is an integral part of the management process which is
specifically more important in hospitals and health care organisations (HCO), being
manpower intensive organisations. Leaders of nonprofit organisations are now
adopting mamstream motivation approaches for mmproving performance and
satisfaction. From literature 1t seems that, 1t 15 worth considernng 1f workimg and
systems of nonprofits are different. Interaction of leadership, motivation and job
satisfaction may also differ in such nonprofit environment; this study thus quests to
explore the relationship between perceived leader’s behavior and employees’
motivation and job satisfaction and the gambit in leader’s behaviour to improve
efficiency and etficacy of non-profit healthcare organisations. Earlier research has
identified that that effective leadership results i improvements i health care practice
related to motivation and job satisfaction of healthcare personnel.

Pressures are mounting on public sector originations to improve the working
elficiency especially with the implementation of Right to Information Act, Consumer
Protection Act, Right to Service Act and Climical Establishment Act. This will require
public HCO’s to be even more responsible and efficient. Govermment orgamsations
have lngher perks for numstenal, paramedical and nursing stafl and are thus able to
retain them but over all their efficiency may be lower than that of private
organisations. Further doctors have a high tuwrnover in government organisations and

more so with post-graduates, super-specialists where efforts are required to retaimn
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them. Research has been going on job satisfaction, motivation and leadership among
nurses in other countries, but not much has been done tll date m Indian health care
organisations, especially public healthcare organisations and even lesser studies in
medical colleges and that to covening all the groups of the emplovees.
Objectives of the research: his research work pnmanly concentrates on
understanding and mvestigating the mpact of leader’s behaviour on motivation and
job satsfaction among employees in nonprofit healthcare orgamsation.
l. to determine demographic variables which influence employees’ perception about
their leaders behaviour.
2. to determine demographic variables which influence the employvees” motivation
and job satisfaction.
3. to study relationship between and impact of perceived leader’s behaviour on
employees” motivation and job satisfaction.
4. 1o suggest appropnate tactics that should be adopted by leaders for mproving
employees’ motivation and job satisfaction.
Method: Following literature survey validated mstruments like Leader Behaviour
Description Questionnaire: Form XII (Stodzil. 1963), Motivation at Work Scale
(Gagne, 2010) and Job Satisfaction Survey (Spector, 1994) were used. Survey
questionnaire was administrated to all the personnel working (Excluding Class TV
employees) at the selected orgamisation. This was followed by analysis of the
collected data using Microsoft excel and SPSS involving statistical techniques like
factor analysis, descriptive analysis, mferential analysis, analysis of vanance, multiple
comparison, co-relations, regression analysis and multicollinerity. The study mcluded
the demographic vanables (gender, contractual/regular status of employment and
professional groups), twelve aspects of perceived leader’s behaviour (representation,
demand reconciliation, tolerance of uncertainty, persuasiveness, initiation of structure,
tolerance of freedom, role assumption, consideration, production emphasis, predictive
accuracy, integration and superior orienfation), motivational factors (Intrinsic
motivation, identified regulation, introjected regulation and external motivation) and
nine facets of job satisfaction (pay, promotion, supervision, fringe benefits, contingent

rewards, operating procedures, coworkers, nature of work and communication).



RESULTS:

Perceived leader’s behavior: Based on responses of employees ol a nonprofit
healthcare organisation, it can be concluded that there is vide difference in leader’s
behaviour as perceived by the emplovees when cateponized nto various groups.
Further there was no significant difference in employee’s perception about behaviour
their leader’s between male and female employees and between contractual and
regular emplovees. Sigmficant difference was found between employees of
professional groups (doctors, nurses, paramedics and non-medicos). This could be
attributed to difference in requirements of job from each group of emplovees.
Motivation: Govermment mnstitution differ from other istitutions n lacking the scope
for providing performance based pay and mcentives. Lower levels of extemnal
motivation were correlating with the fact that in Government organisation there is
little scope for external motivation and that any /all applicable incentives like salary
luke and promotion are tune bound and not bound to the performance of the
individuals. Introjected motivation had a highest mean value, providing opportunity to
the administrators to be used as effective tool. Statistically no significant difference
was found in motivational levels between regular and contractual personnel. Higher
motivational levels in paramedics found can be explamed possibly due to good salary
(proportionate to working hours) for paramedics and non medicos in comparison to
their colleagues working m the private sector; favorable and safe working condition,
flexible assignments, flexible duty hours, good collaboration between occupational
groups, better provision for leave and other favourable factors. The reasons for nurses
being the least satisfied in our study could be due to improper working conditions,
recruitment policy, unproper deployvment, few career growth opportunities, lesser
options for trainings, poorly defined job description and priority towards family
considering the mral segment of population.

Job Satisfaction: Operating conditions and communication has been perceived as
lowest among the job satisfaction facets. Lower perceived job satisfaction for facets
supervision, operating conditions, co-workers and nature of work among female
personnel was possibly due to personal characteristics such as mantal status, rural
sefting and organisation characteristics such as lack of supportive supervision. Higher
job satisfaction in regular personnel for facets pay, promotion and fringe benefits 1s

obvious for the fact that regular personnel get thewr full benefits wlule contractual stafl



gets limited of the above. Paramedics had lugher job satisfaction levels and least was
for nurses.

Conclusions and recommendations: Leaders of doctors must focus on
mdividualised consideration along with demand reconciliation and tolerance of
uncertamnty to mcrease the job satisfaction of their subordinates. While consideration
and persuasive behaviour mcreased intrnsic, dentified & mftrojected motivation; role
assumption, mtegration and demand reconcibiation negatively mfluenced external
motivation. For non-medicos consideration behaviour showed higher correlation
with job satisfaction. While in public sector organisations contingent rewards, pay and
promotion 1s tune bound, vet in this organisation superior orientation of leader was an
nnportant factor. This could be explamned as sigmificant number of respondents were
contractual staff and waiting for their jobs to be regularized. Consideration, tolerance
of freedom and superior orientation mereased motivation; however tolerance of
uncertamnty de-motivated them. For para-medics most unportant factor that satisfies
them is superior orientation of their leader, apart from other important aspects like
mtegration, consideration, representation and production emphasis behaviour of their
leader. Role assumption and tolerance of uncertamty had no comelation with
motivation. It shall be worth mvestigating further as to how cordial relations of their
leader with (leader’s) superiors; explains for higher job satisfaction of paramedics.
For nurses leader’s behaviour aspects could explain very little variation in their job
satisfaction. Most of the aspects of perceived leader’s behaviour negatively mfluenced
theirr external motivation and none of the aspects of leader’s behaviour positively
mfluenced their other motivational factors. Further research shall be required to
identify reasons as to why leader’s behaviour 1s unable to stimulate job satisfaction in
NUrses.

The results of this study clearly indicate that correlation analysis for assessing
the association between perceived leader’s behaviour with job satisfaction and
motivation for all the personnel working in any organisation as a whole may not be
representative of the individual professional group category. Thus the mmpact of
perceived leader’s behaviour must be analvsed separately for individual professional

categories.
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Chapter 1

Introduction

Services are a major component of health care delivery systems. Healthecare
mdustry 1s a manpower mlensive mdusiry bemng a service mdustry. Healthcare system
aims to mmproving the health of people and population ensuring quality of life and
enhancmg the hife expectancy. Being manpower mitensive with varety ol professional
having individualized decision making, it becomes imperative to align the service

delivery teams with the above aim.

1.01 Healthcare Industry

One of the fastest growing industries universally 1s “The Healthcare Industry’.
Emploving over 180 lakh workers (CDC, 2016), it 1s the fastest-growing sector of the
U.S. economy. Healthcare industry worldwide: Economic system of the healthcare
industry is an aggregation and integration of sectors providing goods and services for
better health of population. As per CDC (2016) industry aims at maintaining and re-
establishing health in society by generation and commercialization of goods and
services. BioCon Valley (2015) mentioned that mter-disciplmary teams of complexly
mterhnked medical prolessionals, para-medical professionals and non-medical support
staff work towards providing and meeting the healtheare needs of populations. They are
extemally supported by manufacturers of devices, drugs, consumable and other supplies.
In US as per DOLETA (2016), healthcare industry is the fastest growing industry and is
the largest industry in the world. Industry, on an average, consumes over 10 percent of
oross domestic product (GDP) of most developed nations. Further healthcare industry has
been divided mto many sectors by vanous classifying agencies. United
Nations International  Standard Industrial —Classification (UNISIC)  categorizes  the
healthcare industry as generally consisting of 1. hospital activities, 2 medical
and dental practice activities and 3. other human health activities (like services of nurses,
nudwives, physiotherapists, scientific or diagnostic laboratories, pathology clinics,
residential health facilities or other allied health professions e.g. in the field of optometry,

hydrotherapy, medical massage, voga therapy, music therapy, occupational therapy,
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speech therapy. chiropody. homeopathy, chiropractics, acupuncture). The Global Industry
Classification Standard and the Industry Classification Benchmark further distinguish the
mdustry mnto two main groups 1. healtheare equpment and services (medical equipment,
medical supplies, and healthcare services, such as hospitals, home healthcare providers,
and nursing  homes) and 2. Phammaceuticals, hiotechnology and related hife sciences
(companies that produce biotechnology, pharmaceuticals, and miscellaneous scientific
services).

Another division can be: 1. repulation and management of health services
delivery, 2. traditional and complementary medicines delivery services, 3. education and
tramnng of health professionals, and 4. adomnmstration of health isurance. Of the above
segments and divisions, one group that directly interacts with patients and populations is
providers and professionals, while the other like manufacturers and suppliers support the
health providers. Healthcare providers can be defined as mstitutions (hospitals or clinics)
or persons (physician, nurse, allied health professional or commumty health worker) that
provides preventive, curative, promotional, rehabilitative or palliative care services in a
systematic way to mdividuals, fammhes or commumities. As per World Health
Orgamzation (WHO) estimates that the health workers worldwide make the health care
industry as one of the largest segments of the workforce with 92 lakh physicians, 19 lakh
dentists and other dentistry personnel, 194 lakh nurses and midwives, 26 lakh
pharmacists and other pharmaceutical personnel. and over 13 lakh community workers.

As per WHO (2016) another segment that contributes to healthcare costs meclude
support systems, investors and shareholders of for-profit services and support staff
(managers  and  admuustrators, underwriters and medical — malpractice attorneys,
marketers) who do not directly provide health care 1tself, but are part of the management.
In 2011, 17.9 percent of the Gross Domestic Product (GDP) of the United States, the
largest of any country in the world was paid to hospitals, physicians, nursing homes,
diagnostic laboratories, pharmacies, medical device manufacturers and other components
of the health care system, consmmed. It has been estimated that healtheare costs will reach
19.6 percent of GDP of US by 2016.

According to Nainil (2007) delivery of healthcare services can be classified as

face-to-face delivery of services (from primary care to secondary and tertiary levels of



care) and mabsentia health care (telemedicine). Improving access, coverage and quality
of health services has become challenge for many developing nations and depends on the
way services are organized and managed, and on the incentives influencing providers and
users. The structure of healthcare charpes can also vary dramatically among countries.
For mwstance, as per Yaun (2007) Chinese hospital charges tend toward 50% for drugs,
another major percentage for equipment, and a small percentage for healthcare

professional fees.

1.02 Indian Healthcare Industry:

Sumilar to the growth of healthcare worldwide, as per Indian Brand Equity Foundation,
IBEF (2016) healthcare industry is also one of India’s largest sectors - in terms of both
employment and revenue. Apart from the worldwide trends Indian healtheare systems i1s
also active 1 cliucal tnals, outsourcing, and medical tounsm. Exponential growth has
been seen recently with huge mvestments by foreign mvestors, government focus and
awareness among users creating demand for services. Indian healtheare delivery system
15 categorized mto two major components - public and private. Public healthcare system
comprises of lmmited secondary and tertiary care nstitutions i key cities and larger
community focus providing basic healthcare facilities in the form of district hospitals and
in rural areas with primary healthcare centres, and community health centres. The private
sector provides majority of secondary, tertiary and quaternary care institutions with a
major concentration i metros, ter I and ter II cities. India's competitive advantage hes
in its large pool of well-trained medical professionals. Indian healthcare services costs are
much lower than the western world. This difference n service costs with well tramed
professional attracts medical tounsm to India.

Market Size: Currently estimated Indian healthcare market is worth US$ 10,000 crores.
Healthcare delivery system includes devices, manufacturers, service providers and
pharmacenticals of which service providers and pharmacenticals having 65 per cent of
the overall market. According to NASSCOM (2016) the Healthcare Information
Technology (HIT) market which 1s valued at US$ 100 crores currently 1s expected to
grow 1.5 times by 2020. Deloitte Touche Tohmatsu India (2016) has predicted that
with increased digital adoption, the Indian healthcare market, which 1s worth US$ 10,000



crores, will likely grow at a CAGR of 23 per cent to US$ 28,000 crores by 2020. Rural
India, which accounts for over 70 per cent of the population, is set to emerge as a
potential demand source especially with increasing access and nising GDP. In India, as
per IBEF (2016) 1.12% of GP 1s spent on public expenditure on health. Per capita public
expenditure on health m nonunal terms bas gone up from? 621 m 2009 -2010 0T 913
2013-14. Total public health expenditure wag 1.12 lakh crores for the vear 2013 -14.
The centre: State share in total public health expenditure on health was 34:66 in 2013-14.
Total numbers of doctors registered in India by 2015 were 960233 allopathic doctors,
156391 dental surgeons and 744563 AYUSH doctors as per data available from Central
Bureau of Health Intelligence. It 15 expected that India healthcare shall add 6 to 7 lakh
additional beds over the next 5-6 years, requiring an investment of US$ 2,500 crores.
Average investment size as per Price Waterhouse Corporation (2012) by private equity
funds 1 healthcare chams has already mcreased to USE 3 crores from US$S 1 crores.
Indian medical tounsm mdustry 1s pegged at US$ 300 crores per annum, with tourist
arrivals estimated at 230,000 and 1s expected to reach US$ 600 crores in next 5 years.
Investments: Considernng the growing market and potential, Indhan healthcare mdustry
attracted Foreign Direct Investment (FDI) worth US$ 359 crores between Apnl 2000 and
March 2016, according to data released by the Department of Industrial Policy and
Promotion (DIPP).

1.03 Public healthcare in India:

Indian public healthcare delivery system includes 19653 Government hospitals
(15818 rural and 3835 urban) having 754724 beds (216793 rural and 537931 urban). 70%
of Indian population lives in rural areas which are catered by 153655 sub centres, 25308
primary health centres and 5396 community health centres as on March 2015. Further
rural health 1s supported by 7.89.796 ANM’s in India. As per CBHI (2016) 1t 1s estunated
that there is one allopathic doctor for population of 1306, one AYUSH doctor for
population of 1684, one dental surgeon for population of 8018, one nurse for population
of 475 and one pharmacist for 1865 population.

Government Imitiatives: India’s umversal health plan that auns to offer guaranteed

benefits to one-sixth of the world's population will cost an estumated® 1.6 trillion (IBEF,



2016) over the next four vears. Some ol the major nutiatives taken by the Government of
India to promote Indian healthcare industry are as follows:
« National Dialysis Services Programme to accommaodate the increasing demand
for dialysis session
« Pradhan Mantn Jan Aushadlu Yojana to be strengthened, 3000 genenc drug store
to be opened
« Government of West Bengal has mtroduced G1 Digital Dispensary, which aims fo
provide priumary healthcare services aceessible to people from rural areas.
¢ A unique mitiative for healthcare 'SEHAT' (Social Endeavour for Health and
Telemedicine) has been launched at a government run Conunon Service Centre
(CSC) to empower mral citizens by providing access to information, knowledge,
skills and other services in various sectors through the mtervention of digital
technologies and fulfilling the vision of a *Digital India’.
« Government has set a target of 95 per cenl immunization cover by end of 2016.
¢ The E-health mitiative, which 1s a part of Digital India dnve launched by Prime

Mimster.

1.04 Medical education:

Medical education infrastmicture has been on a parallel rise in India with 426
medical colleges, 308 graduate dental collepes and 240 post graduate dental colleges,
having admission capacity of 53922 m medical colleges, 26530 for BDS course and 5866
MDS course during 2015-16. 2958 instintions in India are providing yearly intake of
118406 students for GNM, 735 phanupacy colleges offenng 44065 D.Phanua course
aduussions (CBHI, 2016).

Government medical colleges: Of 426 medical colleges i India, 209 are government
medical colleges in addition to few other government hospitals providing medical
education. These Government medical college are assumed to be run by 3 lakh personnel
providing services as Doctors, Nurse, Paramedics, Non-Medicos and Unskilled category
of stafl. Such teams are working to provide services to around 4 lakhs patients per day

Le. more than 7 crore patients vearly. These teams work round the clock to provide out-



patient and mpatient services apart from teaclung of undergraduate and postgraduate

students.

1.05 Management of people:

Management of people at work 1s an mtegral part of the management process
which 1s specifically more important m hospitals and health care orgamzations (HCQO),
being manpower intensive organizations. It is important to understand the critical
mmportance of people in the organization and to recognize the human element. For well-
managed organization, all workers are seen as the root source of quality and productivity
gams and as the fundamental source of unprovement. An orgamzation 1s effective to the
degree to which it achieves its goals. An effective organization will make sure that there
15 a spirit of cooperation and sense of commitment and satisfaction among its employees
within the sphere of 1ts mfluence. In order to make employees satisfied and committed to
their jobs, there 15 need for a strong and effective motivation at vanous levels,
departments and sections. This applies equally and 1s more mmportant for HCO’s,
especially m a non-profit public orgamzations where options for monetary and other
rewards may be lumted.

Pander and Wright (2006), Part and Rainey (2007), Yang and Pandey (2009)
i public management research have emphasized the need to study how public
organizations’” unique characteristics affect employee attitudes, behaviour and decision
making. Leaders of nonprofit orgamzations are now adopling mamstream motivation
approaches for improving performance and satisfaction. Holloway (2012) in his research
m nonprofit section demonstrated that leaders can enhance employee comunitted thereby
reducing turnover and absentisin by developing close and mterpersonal relationships with
their employees. Pervez (2005) found that in nonprofit organization leader’s use more
participative and supportive behaviour while m the profit orgamzation leaders use more
directive and less participative behaviour. Seyhan (2013) transformational leadership
components vield positive results mm terms of changing process through idealized
mfluence, spirational motivation, and individualized consideration. A number of studies
have suggested that nonprolits differ m several respects. For example, the availability of

certain motivational rewards may be limited (Boezemann and Ellemers, 2007), and may



be charactenzed as having a disproportionate number of emplovyees that are itnnsically
motivated (leete, 2000) and nonprofit employees may respond more favorably to specific
types of leader’s behaviour (Zeffane, 1994). Gange & Deci (2005) stated the in public
section aspects of job satisfaction have been shown to be unique.

From lterature 1t seems that, 1t 15 worth considermg 1if workig and systems of
nonprofits are different, then the mteraction of leadership, motivation and job satisfaction
may also differ in such environment. Accordingly this smdy quests to explore the
relationship between perceived leader’s behaviour and employee outcomes (motivation
and job satisfaction) and the gambit in leader’s behaviowr to improve efficiency and
elficacy of non-profit healthcare teaching orgamzations. Kerr & Jerimer (1994), Farh
et al (1987), Madlock (2008), Zing & Bartol (2010) expressed that possibly there are
other elements that influence the relationship between rewards (especially intrinsic) and
the leaders mfluence but such studies are particularly not focused on nonprofit

organizalions.

1.06 CONCEPTUAL FRAMEWORK

In order to get clear and comprehensive understanding of the constructs used m
the study, it is vital to get overview of the evolution of the concepts, their definitions and
present state of constructs. This section elaborates the conceptual framework, definitions

and dimensions of leader’s behaviour, motivation and job satisfaction.

1.06.1 Leader’s Behaviour

Leaders are role models who mfluence the culture, values, thoughts and actions of
the orgamzation and its people. The leadership style practiced by managers greatly
influences the performance and productivity at the work place. The simational leadership
model encourages managers to flexibly use their leadership style based on the situation
and thus achieve effective results. Both at the middle managerial level where leaders
work closely with people and at higher managerial level where leaders are responsible for
a number of people, their approach has an impact on the motivational levels of the

orgamization. Nielsen and Munir (2009) found that transformational leader’s behaviour



can posilively mfluence follower’s self-elhicacy (1.e. beliefs) about lus or her capability to
achieve a task, which in turn increases their sense of well being.

Howell & Dorfman (1986) identified moderator wvariables that serve as
neutralizers or enhancers to the leader’s behaviour such as elements of the emplovee
(expenence, ability, and tramnng) and elements of the task (clear directions, routine, and
feedback) etc. Spillane (2004) posited that leadership takes a strong personality with a
well-developed positive ego.

According to Managementstudyguide (2014) as managers; leaders have to
empathize with the situations, emotions, aspirations and motivations of the subordinates.
A leader needs to discern facts and try and reach to deeper levels and understand tlungs
beyond obvions. A subordinate working closely with the manager would expect the
manager to understand his situation and priorities, and this m turn affects lus level of
commitment and performance at work. A leader has to suitably know and understand
when he/she needs to be directive and when he needs to delegate. He/she needs to be
aware, when the team members are acting as one unit and when there are differences
among the teamn members. The leader needs to be sensitive to the msecurities and
apprehensions ol the subordmates which sometimes might be expressed and sometimes
kept undisclosed. At the senior level it is all the more important as the senior execntives
find 1t hard to clearly outline their anxieties and differences and the leader has to
anticipate some of them. Successful leaders skillfully use different tactics under different
situations to change behaviour, opuuons, attitudes, goals, needs and/or values. To be an
effective leader, it is necessary fo influence others to support and implement decisions
that the leader and group members perceive are necessary. Without influence, leadership
does not occur. In other words, leadership 1s the act of mfluencing outcomes. Influence
can be with people, things or events. Strength and effectiveness of influence can vary.
The process the leader uses to mfluence someone can take a variety of forms.

Research by Roland (1998) and Manoj (2205) stated that effective leadership
resulted in improvements m health care practice. Cummings (2010) systematic review of
leadership and nurse outcomes reported that relational leadership such  as
transformnational, resonant and supportive were associated with ncreased job satisfaction

of nurses. Role of supportive leadership in adding to job satisfaction was also identified



by McNeese (1999), Loke (2001), Cumming et al (2010), Hall (2007). In a study m
university hospitals, Sellgren (2008) suggested that nurse managers must work on
developing their leadership behaviour; being an all-round leader that cares about people
15 concemed about productivity and can handle changes. Adams & Bond (2000), Lu et
al (2005), Abu (2002) 1dentfied that [actors that enhance nurses satsfaction are of
paramount as their satisfaction gets noticed 1n terms of increasing patients quality of care,
increasing patient satisfaction, providing a positive view of the hospital from the
community perspectives and increasing their productivity, efficiency and retention.
CONSIDERATION: studies have shown rele of leadership in job satisfaction of staff
and patient care onicomes. While mos! of the studies in the past have been done in
private sefups and mainly on nursing staff, there is a need to study the same in public
healthcare institutions.

Perceived Leader’ Behaviour: Perception i1s the most difficult and complex part of
human behavior; managers need to understand that all employees have diffening
perceptions. In a given situation, emplovees and thewr leaders see what they we want to
see. People’s reaction depends on they hear and not necessarily what was said.
Employees mterpret the leaders based on their expenences and surroundings. Berelson &
Steiner (1964) defined perception as the complex process by which people select and
organize sensory stimulation into a meaningful and rational picture of the world. Good
leaders generally possess three major skills like technical skills, vision and interpersonal
skills. Yet they may forget to develop a vital skill ‘perception’. Having the nght
perception requires readers to be communicative in organization. Best of the effors of
leader’s can get comprehended otherwise 1f not commumcated in manner that emplovees
can comprehend and perceive. According to Orara (2011) having the nght perception 1s
not only about becoming competent, polyvalent and productive but also about nurturing

diversity and being able to live with all employees.

1.06.1.1 Definitions of Leader’s Behaviour
Leadership: According to Tannenbaum (1964) “Leadership 1s mterpersonal mfluence,

exercised 1 a situation and directed, through the commumcation process, toward the



altamment of a specified goal or goals”. Three nnportant parts of tlus defimtion are the
terms: interpersonal, influence and goal.
o [Interpersonal means between persons. Thus, a leader has more than one person
(group) to lead.
o [nfliuence is the power to affect others.

o (7oal 15 the end one strives to attain.

According to Antonakis et al (2004), Bass and Avolio (2006) leadership refers

to a set of behaviors” that leaders employ to influence the behaviour of subordinates.

1. Transactional leadership consists of two clements.

a. The first 15 contingent reward, m which the leader obtains subordinates’
agreement on what needs to be done in exchange for the promised reward.

b. The second i1s management-by-exception either actively by momtoring
deviances from standards and taking action to cormrect these, or passively by
pointing out mistakes when they have already occurred.

2. Laissez-faire leaders do not lead; they avoid making decisions, delay actions and
1gnore leader responsibilities.

3. Transformational leaders challenge and empower therr employees to aclueve
greater success. Dvir et al (2002) mentions four elements that charactenze
transformational leadership: Idealized influence - the leader acts as a role model;
inspirational motivation - the leader provides meaning and challenge to subordinates
work; intellectual stimulation - the leader encourages subordinates to be creative and
approach problems m new ways; and finally, individualized consideration - the leader
pavs attention to the individual subordinate’s needs and provides coaching and
mentoring.

a. Individualized consideration behaviour includes respecting employees and
paymg attention to each mdividual and lus or her needs. Northhouse (2013)
refers 1t to leaders who provide supportive environment for followers and listen
prudently to thewr individual needs. Bromley & Kirschner-Bromley (2007)
refers tlus to leaders who pay special attention to progress and acluevements of

their followers. This leadership characteristic was further labeled as leaders who
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search for creative and new 1deas from thewr followers o solve the orgamsation’s
problems as well as inspire them to adopt new approaches in performing their
tasks.

b. Intellectual stimulation springs from leaders who tackle old problems in a novel
fashion and mspure employees to think about thewr conventional methods critically
by sharing their new 1deas.

c. Inspirational motivation according to Bromley & Bromley (2007) refers to
leader’s behaviour encouraging emplovees to cagerly take on challenging tasks
and an orgamzational mission. Inspiration refers to leaders who stimulate team
spiril thereby making followers enthusiastic and positive about the orgamsation’s
future.

d. Idealized influence leaders serve as role models for their emplovees, allow them
to dentify with a shared orgamzational vision and overcome obslacles m ways
that breed pnide and beliel mm employees. Hirschler (2014) elaborated on the
relationshap of distributed leadership and a climate for mformal leaming with the
satisfaction of the need for competence and relatedness. Kessles (2012) stated that
mfluence needs to be located at those mdividuals and groups who have relevant
expertise, competencies and motivation for the job at hand.

Chermers (1997) described leadership as a process of social influence in which one
person can enlist the aid and support of others in the accomplishment of a common task.

According to Freiberg and Freiberg (1999) leadership 1s a dynanue relationslup based
on mutal influence and common purpose between leaders and collaborators in which
both are moved to higher levels of motivation and moral development as they affect real

and mtended change.

1.06.1.2 Dimensions of Leader’s Behaviour

According to Traits theories there are 3 traits as characteristics of effective
leaders; Physical traits: Leadership would be positively related to age, gender, height,
welght, and appearance, Intellectual traits: c¢.g. Decisiveness, judgmental ability,

knowledge and verbal ability, Personality traits: e.z. Social class, mhentance.
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Behavioural theories (1946-1965), the second approach dealt with the major types of the

preferred behaviour that a good leader demonstrated and exhibited. In other words this

approach was concerned with the way in which effective leader’s behave.

Ohio State Studies (1957) snggested that situational factors should be considered to
be mteprated into the theory and no smgle leadership stvle 1s effective n all
situations, and that the effectiveness of leadership style was sitmation specific. After
compiling and analyzing the results, the study led to the conclusion that there were
two groups of behaviour that were strongly correlated. These were defined as

o People Oriented Leaders

o Task Oriented Leaders.

University Of Michigan Studies led by Rensis Likert, 1solated two following
dimensions of leadership behaviour:

o Employee-oriented: Leadership behaviour that emphasises interpersonal
relations and is interested in the needs of their followers and individual
differences among them.

o Production-onented: Leadership behaviour that emphasises the techmcal or
task aspect of the job and 15 concermed with the accomplishment of themr
oroup’s task.

Autocratic-Democratic Continuum Model developed by Tannenbaum & Schmidt
(1958) proposed that there was a relationship between the degree of authority used
and the amount of freedom available to followers in reaching a decision.

The Managerial Grid Theory by Blake & Mouton (1964) presented their theory of
leadership in the form a managerial grid. The components which serve as the basis for

the grid are “‘concern for people’ and ‘concern for production’.

After 1965 Contingency Theories were described and suggested that leadership

behaviour determined leadership style and style effectiveness was determined according

to situation.

Fiedler’s Contingency Theory (1967) developed the first comprehensive
contingency model for leadershup which showed the situational nature of effective
leadership. It assumed that effective group performance depended on the proper

match between the leader’s style of interacting with followers and the degree to
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which the situation gave control and mfluence to the leader. It considered three
confingency dimensions:
o 1. Leader-member relations: Good relationship result in respect and trust by
followers, and group cooperation and effort.
o 2, Task structure: The degree to which the [ollowers™ jobs are structured or
unstructured.
o 3. Position power: The degree of influence a leader has over power variable
such as hiring, firing, discipline, promotion, and salary increases.
Path-Goal Model (House, 1971) proposed a contingency theory for leadership that
mteprates the expectancy model of motivation with the Ohio State studies. This
theory focused on the role of the leader m facilitating group members toward
achieving particular goals. Leadership behaviour and follower’s needs and interests
were crucial factors which were sumilar to consideration and initiating structure
classified by the Ohio State studies. The difference between this theory and the Ohio
State studies was that 1t sought to look at the situation in relation to two behavioural
dimensions.
Chelladurai’s Multidimensional Model of Leadership (1978) proposed a
multidimensional model of leadership developed on the basis of leadership theories
and their effectiveness. The basic assumption of this model was that the performance
outcomes and satisfaction could be aclueved by effective Leader’s behaviour which,
in turn, are modified by antecedents or existing conditions. Namely, the leader is
expected to vary the Leader’s behaviour according to two sets of equally potent and at
times conflicting forces-situational demands and members preferences. However, tlus
model should be applied prumanly to the athletic setting rather than the admiumstrative
sefting since a situation of this theory, the member preference, is related to team work
cohesiveness of athletic teams 1s determuned by the member preference, and
determines success of athletic teams.
Motivational Model of Leadership (Burns, 1978) identified two kinds of leadership
stvles: transactional and transformational leadership style based on kinds of motives
and needs of the followers. Accordmg to motivational situations that the followers

have, leaders are adaptive to two leadership styles; transactional and transformational.
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o Transactional style siressed basic and extrinsic molives and needs such as
physical, security, social and ego needs

o whereas transformational style focused on high-order, more ntrinsic motives
and needs including esteem, achievement, autonomy, self-actualization, and
competence. Thus, wansactional style 1s eflecuve m the situation where
followers work for the accomplishment of extrinsic and basic motives and
needs.

» Hersey and Blanchard’s Situational Theory 1dentified the terms ‘task behaviour’
and ‘relationship behaviour’.

o Task Behaviour: The extent to which leaders are likely to organize and
define the role of the members of their groups: to explam what activities each
is to do when, where and how tasks are to be accomplished; characterized by
endeavoring to establish well-defined patterns of organization, channels of
communication and wavs of petting jobs accomplished.

o Relationship behaviour: The extent to which leaders are likely to maimmtain
personal relationships between themselves and members of their group
(followers) by opening up channels of communication, providing socio-
emotional support ‘psychological strokes and facilitating behaviour”.

¢ Lowder (2007) described five dimensions of effective leadership in a meta-analysis
of leaderslup attnmbutes & behaviour. These broad dumensions are personal
effectiveness, interpersonal relationship effectiveness, managerial effectiveness,
operational effectiveness, and societal effectiveness.

o Personal effectiveness: Successful leaders must develop and enhance
personal atinbutes and behaviour that mclude mdividual trustwortlhuness,
strong ethical system, tough mindedness, personal optimism, self- motivated,
goal oriented, focused on mmportant i1ssues, works toward self-improvement,
sets priorities setting, and uses effective time management.

o Interpersonal relationship effectiveness: The attributes and behaviour m
tlus dimension as they relate to other people mclude trust, compassion,

empathy, faimess, objectivity. encouragement, guiding, and motivating.
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o Managerial effectiveness: Specilic individual atinbutes and behaviour
associated with this dimension include team spirit, achieves productivity
through people, delegates authority, empowers others, communication at all
orgamzational dimensions, demonstrates candor, seecks  continual
orgamzational unprovement, mamtaims a bias for orgamzational action, and
emulates high organizational values.

o Operational effectiveness: these outcomes occur as a result of specific
leadershup  attributes and behaviour including relationship  building,
understanding customer needs, mstilling organizational vision, organizational
stability, stakeholder satisfaction levels, and workforce satisfaction levels.

o Societal effectiveness: The attributes and behaviour associated with this
dimension address the leader’s level of focus on environmental issues,

commumty mvolvement, public relations, and environmental stewardshap.

1.06.1.3 Measurement of Leader’s Behaviour

Literature contams many tools to measure leader’s behaviour / styles. On such
tool 15 MLQ (Multifactor Leadership Questionnaire). The conceptual basis for the
original factor structure for the MLQ began with Burns (1978) description of
transforming leadership. Hater & Bass (1988) factor analysed a revised version of the
MLQ (Form 4R), reporting that management-by-exception was split into active and
passive subcomponents. The MLQ (Form 5X) by Bass & Avolio (1990) attempted to
differentiate attributes from behavioural charismatic leadership in the development of the
latest version of the MLQ. It evaluates three different leaderslup styles: Transformational,
Transactional, and Passive-Avoidant. It allows mdividuals to measure how they perceive
themselves with regard to specific leader’s behaviour. MLLQ form 6s (Bass & Avolio,
1992) measures 7 factors of leader’s behaviouwr namely 1dealized mfluence, mspirational
motivation, intellectual stimulation, individualized consideration, contingent reward,
management by exception and laissez-faire.

The LBDQ (Leader’s Behaviowr Description Questionname) was developed m
1957 by the staff of the Personnel Research Board, The Ohio State University, as one
project of the Ohio State Leadership Studies, directed by Carroll Shartle. LBDQ form X1
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was redefined m 1963, Questionnaire consists of 100 questions anned o assess 12 facels
of Leader’s Behaviour namely: Representation, Demand Reconciliation, Tolerance of
Uncertamty, Persuasiveness, Imtiation of Structure, Tolerance and Freedom, Role
Assumption, Consideration, Production Emphasis, Predictive Accuracy, Integration,
percerved by therr subordinates.

Michigan Four-Factor Theory Questionnaire (F-FIQ) was developed to
assess and be able to correlate the leader’s behaviour into effectiveness and performance
output and another such redefined Managerial Practices Survey was formed by Yukl
1982,

The Leadership Practices Inventory (LPI) developed by Posner & Kouzes
(1998) is mainly meant for leaders as individuals to rate themselves on the frequency
with which they believe they engage in each of the 30 aspects behaviour.

Yunker & Hunt (1976) performed an empirical companson of the Miclugan
Four-Factor and Oluo State LBDQ leadership scales and hypothesized equivalency
between the four dimensions of the Michigan Four-Factor Theory Questionnaire (F-FT(Q))
and four dimensions from the Oluo State Leader’s Behaviour Description Questionnaire
(LBDQ) was empincally mvestigated. It was found that there was convergent vahidity for
the dimensions but that they generally did not meet requirements for discriminant
validity. The LLBDDQ dimensions had more shared variance, and less general and unique
variance than the F-FT'Q. Generally, the LBDQ was found to predict satisfaction criteria
better than the F-FTQ. The LBDQ had “cleaner” loadings on these leadershup factors than
did the F-FTQ. On balance, it was concluded that the hypothesized F-FTQ - LBDQ
equivalency did not appear to hold at the empincal level.

According to Rody (2013) LBDQ has been the most widely used tool for
measurement of leader’s behaviour. Based on the popularity and extensive use by varions
researchers; LBD(Q) was selected as a tool to assess the perception about their leader’s

hehaviour
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1.06.2 Motivation

Motivated employees perform allotted task in a better way and more quality
onented way. Productive rather than adaptive workers have creative, spontancous and
mnovative behaviour at work. People enpage in organmizational activities for a number of
reasons mceluding monetary, sell satisfaction, felt obligation and social. The degree to
which participation 1s based on interest, the task or some other factor differs considerably
from one person to another. While some people may enjoy the satisfaction of the process,
others derive a sense of fulfillment from task accomplishment. Still others receive
satisfaction from either the primary or secondary rewards they receive after task
completion. The complexities of how these miteract may further make 1t difficult to
understand just what motivates at all.

According to Kelly (1967), people need to experience personal causation. Deci &
Ryan (1985) proposed that people engage in behaviour that 1s minnsically motivating
order to feel competent. A data-based comprehensive analysis Miner, Ebrahimi &
Wachtel (1995) had concluded that competitiveness problems appear to be largely
motivational m nature. Along with perception, personality, attitudes and leaming,
motivation 15 a very unportant element of behaviour. Nevertheless, motivation 1s not the
only explanation of behaviour. It interacts with and acts in conjunction with other
cognitive processes. Luthans (1998) states that motivating 1s the management process of
mfluencing behaviour based on the knowledge of what makes people tick. Luthans
(1998) asserts that motivation 1s the process that arouses, energizes, directs and sustains
behaviour and performance. It is the process of stimulating people to action and to
achieve a desired task. One way of stunulating people 1s to employ effective motivation,
which makes workers more satisfied with and committed to their jobs. Money 1s not the
only motivator. There are other incentives which can also serve as motivators. Specific
employee attitudes relating to job satisfaction and organizational commitment are of
major interest to the field of organizational behaviour and the practice of human
resources management. Attitude has direct impact on job satisfaction. Motivation 1s a

basic psychological process.

17



1.06.2.1 Definitions of Motivation

Deci & Ryan, (2000) also proposed that motivation differs in degree of self-
determunation. The range 15 from the most controlled form of motivation (external
regulation) which represents behaviour directed by external demands to the least
controlled form of motivation (intrinsic motivation) where motivation 1s sunply a result
of personal enjoyvment of the activity. In between these extremes are two categories that
represent combinations of both. Introjected regulation, closest to extrinsic motivation
results from external demands but the mmdividual internalizes some elements of self
satisfaction. Identified regulation, closest to intrinsic, 1s based more on nternalized
motives such as a personally satisfying task than external demands. Tlus model of
infrinsic - extrinsic motivation provides a framework to examine employee motivation,
especially in nonprofit organizations that according to Smith (1995), Salmon (2002)
attract those seeking mitrinsically satisfying activities.

The term motivation according to Baron (2002) 1s denived from the Latin termn
‘movere’, which means “to move’. Spector (2003) saw motivation as an internal state
that mduces a person to engage m particular behaviour and held that motivation may be
viewed [rom two angles. On one hand, motivation encompasses direction, where a
particular behaviour is selected from a choice of behaviour’s, intensity referring to the
amount of effort put into a task and persistence which denotes the person’s continuing
engagement in the selected behaviour. On the other hand. motivation 1s also concerned
with a desire to achieve a certain goal, which denves from the particular mdividual’s own
needs and desires.

According to Robbins (2007) “Motivation 1s the process that accounts for an
mdividual’s ntensity, direction and persistence of efforts towards attammng a goal”.
Motivation is internal and external factors that stimulate desire and energy in people to be
continually mterested in and commuitted to a job, role, or subject and to exert persistent
effort in attaining a goal. Motivation results from the interactions among conscious and
unconscious factors such as the (1) intensity of desire or need, (2) mcentive or reward
value of the goal and (3) expectations of the individual and of lus or her sigmificant

others. Other delimtions as expressed by researchers are as follows:
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Chung & Ross, 1977

Motivation is goal oriented

Potter & Ware, 1957.
Stss, 1989

Motivation is an aclion

Motivation is an abstract concept

Pintrich & Schunk, 1996.

Motivarion is the process whereby goal-directed
activity is instigated and sustained

Ryan & Deci, 2000.
Lemaos, 2001.

Motivation varies considerably

Motivation and goals are inseparable

Hays & Hill, 2001.

Gard, 2001.

Motivation can be defined as the desire to achieve some
goal

Motivation can be defined as evervthing that drives and
sustaing human behaviour

Barrick, Stewart &
Protrowski, 2002.

Motivation is direction

- Hardre, 2003.

Mitchell & Daniels,
2003,

Motivation is complex

Motivation is a set of psvchological processes

Johnson & Johnson,

2003.

Motivation may be defined as the degree to which
individuals commit effort to achieve goals that they
perceive as being meaningful and worthwhile

Howard & Erich, 20035.

Motivation is goal oriented

Neal & Griffin, 2006.

Motivation is associated with the whole individual

Locke & Baum, 2006

Muotivation is an inner drive

Vilma & Egle, 2007

Tella, Aveni & Popoola,
2007.

Motivation is complex

Motivation is a very important element of behaviour

Cocea & Weibelzahl,
2007

Motivation is a kev component of learning

Tella, 2007,
' Bowman, 2007.

Motivation is a necessary ingredient for learming
Motivation is self-focused

Alexander, Cici &
Cribson, 2007
Resnick, 2007

Kim & Lee, 2008.

Motivation is related to performance

Motivation is defined as the inmer urge that moves or
prompis
Motivation is a desire to do something

Koob & Le Moal, 2008.

Motivation is defined by two processes

Fejes, 2008. Motivation is what causes behaviour

Winne & Hadwin, 2008. | Motivation is at once simple and intensely complicated
Qudeyer & Kaplan, Motivation is defined as the doing of an activity

2008.

Hong, Cheng, Hwang,
Lee & Chang, 2009.

Motivation is a desire for change

Schmidt, 2009.

Motivation is generally considered a kind of curiosity

Harman-Jones, E., &

Motivation can be positive or negative. Motivation is
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 Harmon-Jones, C. 2010. | the stage that triggers the whole decision process

_Kemredy, 2010. | Motivation is level of persistence
j Klnmtia, 2010. Muotivation is a continwous process
| }'";hr, & Sassenberg, Motivation is an internal fééffrrg
2010,
' Sehmidr, Palminteri, Motivation is generally understood to denote the

Lafargue & Pessiglione, | strength of a person's desire to attain a goal
20140,

Rakes & Dunn, 20100, Motivation is generally viewed as a process through
which an individual's needs and desires are set in
motion -

Thijs, 2011. Motivation is dependent on the fulfillment of

Jfundamental, innate psvehological needs for
compelence, rgf_f_:rerffnm.s', and autonomy

Goudas, Biddle & Fox, Moiivaiion is an ongoing process

2011. -

De Cooman, De Gieter, Motivation is a broad concept

Pepermans & Jegers,

2011.

Roman & lacobucer, Motivation is generally defined as a psychological state

2010. B

King, & Teo, 2012 Motivation is the 'want-to' component of individuals'
aclions

1.06.2.2 Dimensions of Motivation

Self-Determination Theory (Deci & Ryan, 1985) distinguishes between different
types of motivation based on the different reasons or goals that give rise to an action. The
most basic distinction i1s between inirinsic motivation, which refers to domg something
because 1t 15 mherently mteresting or enjoyable, and extrinsic motivation, wlich refers to
doing something because it leads to a separable outcome. SDT proposes that there are
varied types of extrinsic motivation, some of which do, indeed, represent impoverished
forms of motivation.

Within SDT a second sub theory, referred to as Organismic Integration Theory
(OIT), was mtroduced to detal the different forms of extrinsic motivation and the
confextal factors that either promote or hinder internalization and integration of the
regulation for these behaviour’s (Deci & Ryan, 1985). Exrernal repulation: Behaviour
performed to satisfy an external demand or obtain an externally imposed reward

contingency. Internalization refers to taking in a regulation that was mmtially regulated by
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extemal factors, such as rewards or pumshments, so that it becomes miemally regulated
(Ryan, 1995). At the low end lies external regulation, which refers to doing an activity in
order to obtain rewards or avoid punishments. Behaviour so regulated 1s therefore
completely non-intermalized. Introjected regulation refers to the repulation of behaviour
through self-worth contingencies such as ego-mvolvement and gult. It mvolves taking
a repulation so that 1t becomes internally pressuring, and thus mmplies partial
internalization that remains controlling. Infrojected people engage in behaviour or
commit to an activity out of puilt or compulsion., or to maintam their self-worth
(Koestner & Losier, 2002). Identified regulation refers to doing an activity because one
1dentifies with 1ts value or meamng, and accepts 1t as one’s own, which means that 1t 1s
autonomously regulated. Identified people engage in behaviour or commit to an activity
based on its perceived meaning or its relation to personal goals (Koestner & Losier,
2002). Integrated regulation refers to 1dentifying with the value of an activity to the pont
that 1t becomes part of a person’s habitual functioning and part of the person’s sense of
self. Introjected regulation describes a tyvpe of mternal regulation that 1s still quite
controlling because people perform such actions with the feeling of pressure i order to
avold guilt or anxiety or to attamn ego-enhancements or pride. Identificarion here means
that the person has identified with the personal importance of behaviour and has thus

accepted its regulation as his or her own.

1.06.2.3 Measurement of Motivation

Common approach to the measurement of infrinsic motivation is the use of self-
reports of mterest and emjoyment of the activity per se. Experimental studies typically
rely on task-specific measures (Ryan, 1982; Harackiewicz, 1979).

Validated measures of motivation have been described by Grolnick & Ryan
(1987), Guay et al. (2000), Pelletier et al. (1995), Kyan & Connell (1989), Vallerand
et al. (1989) and Vallerand et al. (1992) for other domains such as academics and
sports. But most of these had lunitations for vields that are rehable and have valid scores
for work motivation and that follows the tradition of SDT in the field of orgamzational

behaviour.
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Work domam based scale was published by Blais et al (1993). Thus SDT based
work motivation measure was in French. Intermal reliability problems with the external
regulation subscale (Cronbach’s alphas i the .50s), and face vahdity problems
encouraged Tremblay et al, (2009) as well as Gagne et al. (2010) to improve the scale

(with simultaneously translation 1n French and English).

Blais et al. (1993) published a French measure of work motivation that as
prounded m ST but there have been low internal consistency problems (Cronbach’s
alpha mn the 50s) m many samples of workers with some of the subscales (especially the
extemal regulation subscale) as well as [ace vahdity problems with some of the items

(Gagné et al. 2004,2007,2008).

The Work Extrinsic and Ininnsic Motvation Scale (WEIMS) 1s an 18-1tem
measure of work motivation theoretically grounded m SDT. Apphicability of the WEIMS
m different work environments was evaluated and its factonal structure and psvchometric
properties were assessed. WEIMS's 3 indexes: work self-determination mdex, work self-
determuned and non-self-determmed motivation showed the adequacy of both 1ts

construct validity and internal consistency.

The Motivation at Work Scale (MAWS) was developed by Gagne et al_, (2010) in
accordance with the multidumensional conceptualization of motivation postulated i seli-
determination theory. The authors examined the structure of the MAWS in a group of
1,644 workers m two different languages, Enghish and French. Resulls obtamned from
these samples suggested that the structure of motivation at work across languages 1s
consistently organized into four different ftypes: intrinsic motivation, identified
regulation, introjected regulation, and external regulation. The MAWS subscales were
predictably associated with organizational behaviour constmicts. The importance of this
new multidimensional scale to the development of new work motivation research is

discussed.
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These scales, however, still had some problems, as we discuss later, which led to
the development and wvalidation of the Multi-dimensional Work Motivation Scale
(MWMS) 1n 2015 by Gagne et al. Factonal analyses indicated that the 19-1tem scale has
the same factor structure across the seven languages. Convergent and discriminant
validity tests across the countnes also mdicate that the psychological needs for autonomy,
competence, and relatedness as well as the theoretically denived antecedents to work
motivation (e.g., leadership and job design) are predictably related to the different forms
of motivation, which in twrn are predictably related to important work outcomes (e.g.,
well-being, commitment, performance, and turnover intentions).

Accordingly as the study started m 2014, MAWS was used for assessment of

motivation of employees in this study.

1.06.3 Job Satisfaction

Job satisfaction 1s one of the extensively studies emotional state of an mdividual.
It is perceived to be subjective indicator that hints towards the level of contentment that
an individual experience from his her job. Tt is linked to the perceptions of a subject
evaluating hus job related circumstances. In Maslow (1943) described his Need Hierarchy
Theory. Hoppack (1953) i lus book on job satisfaction based 1t on psychological state,
physiological and environmental circumnstances. Locke (1976) found job satisfaction as a
pleasurable or positive emotional state resulting from the appraisal of one’s job of job
expenence. Shaffer & Harrison (1998) asserted that evaluation of job satisfaction can
include facets such as an overall impression of one’s job, pay, opportunities for
promotion and an impression of supervision. Nande et al. (2003) sated that more
satisfied the employees, the more positive their feelings about general aspects of the
orgamsation. According to research done by Judge & Ilies (2004) on job satisfaction,
people who tend to be positive and cheerful most of the tune do mdeed tend to express
hngher job satisfaction than ones who tend to be down and gloomy. They also added that
job satisfaction depends primarily on the match between the outcomes individual value m
their jobs and their perceptions about the availability of such outcomes-especially for
those facets of the job that are lughly valued. They find that managers have varving

degrees of influence over these different aspects of work motivation, with greatest
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mfluence over job satisfaction and least mfluence over job mvolvement. A number of
variables are important for work motfivation, including public service motivation,
advancement opportunities, role clarity, job routine-ness and group culture. Motivation
basically has two dimensions, one being making employees work better, more efficiently
and effectively from the pomnt of view of managers, the other bemg enabling emplovees
to do their jobs mn the best way with enjoyment and desire from the point of view of
employees, thus improving their job satisfaction. Martin (2008) suggests that job
satisfaction 1s an overall positive affection that derives from the appraisal of all aspects of

a relationship with the organisation where the emplovee works.

1.06.3.1 Definitions of job satisfaction

Tett & Mever (1993) mentioned that job satisfaction can be understood to be
one’s affective attachment to the job viewed either m its entirety (global satisfaction) or
with regards to particular aspects (facets). Spector (1997) delined job satisfaction as how
people feel about their job: the different aspects of their job and how much they like or
dishke theiwr job. Job satisfaction has also been described by Igbaria (1999) as the
primary affective reactions of mdividuals to varous facets of the job and job expenence.
Lee (2000) views job satisfaction as a pleasurable or positive emotional state resulting
from the appraisal of one’s job or job experiences. According to Muchinsky (2003) job
satisfaction 1s the degree of pleasure an employvee derives from lus or her job. Statt
(2004) defined job satisfaction as the extent to wluch the worker 1s content with the
reward he or she gets ont of his her job particularly in terms of intrinsic motivation.
Ladebo (2005) defined job satisfaction as the positive effect an emplovee has towards
certain aspects of the job. According to George & Jones (2008) job satisfaction 1s the
collection of feelings and beliefs people have about their current job. Peoples level of job
satisfaction can range from extreme satisfaction to extreme dissatisfaction. Robbins &
Judge (2009) defined job satisfaction as an individual assessment of the extent to which a
job meets his or her needs. Buitendach & Rothmann (2009), Oshaghemi (1999) sated
that job satisfaction refers to an individual’s positive emotional reactions to a particular
job. It 15 an affective reaction to a job that results from the person’s companson of actual

outcomes with those that are desired, anticipated or deserved.
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1.06.3.2 Dimensions of job satisfaction

Literature on job satisfaction on its dimensions hints on its multi disciplinary
approach, blend of multiple factors. Different researches have suted different factors
classified differently. Smith et al. (1969) scgregated job satisfaction into six dimensions
namely; pay, promotion, co-workers, supervision, work and overall sausfaction.
Chirchill et al. (1974) explained job satisfaction classifving it nto 7 facets: Job itself,
fellow workers, supervisions, company policy and support, pay, promotion and
advancement and customers. Luthans (1998) represented it in multiple related attitudes

like work 1tself, pay, promotion, opportunities supervision and co-workers.

1.06.3.3 Measurement of job satisfaction

There 1s a large pool of measure and tools to assess job satisfaction developed by
various researchers over the vears. One of the most widely and extensively used
mstrument 15 Job Satisfaction Survey (JSS) was developed by Spector i 1985, It was
developed for use m service sector. This thurty six item scale assess mine facets (four
items for each facet) of job satisfaction namely pay, promotion, co-workers, operating
conditions, contingent rewards, nature of work, [fnge benefits, supervision and
commumnication.

Job Descriptive Index (JDI) formed by Smith et al. (1969) assess five major
factors associated with job satistaction namely nature of work, compensation and
benefits, attitude towards supervisors, relation with co-workers and opportumties for
promotion.

Minnesota Satisfaction Questionnaire (MSQ) developed by Weiss et al. (1967) 1s
another nstrument used to assess job satisfaction include 100 items assess 20
dimensions.

Brown et al. (2006) found strong evidence of construct validity suggesting that research
using the MSQ and JSS can be compared with confidence, in that similar constructs are
bemg evaluated. JSS however was found to be more extensively and widely used tool and

accordingly has been selected for this study.
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1.07 Research gaps/Need for study: Pressures are mounting on public sector
originations to improve the working efficiency. With the implementation of Right to
Information Act (RT1 Act) and Consumer Protection Act (CPA), accountability of the
public sector healthcare organizations has mereased. On the other hand mmplementation
of Right to Service Act (RTS) requires orgamzations to be efficient. These acts directly
mount pressure on public sectors organization to perform efficiently and with
answerability to the public. On the other hand work is going on notification and
implementation of proposed Clinical Establishment Act. This will require HCO’s to be
even more responsible. HCO’s being manpower mtensive will have to work harder to
streamline their systems at all levels which 1s not possible without focus on human
element, their job related satisfaction and motivation. Above has lead to researchers
focusing on public organizations but a lot 1s still pending. Government focus 1s increasing
on health which 1s delivered by public onginations. Tlus focus mcludes adding to
mirastructure of existing medical college and consequent ncrease m service which will
require increased manpower.

Government organizations have higher perks for mmusterial, paramedical and
nursing stafl’ and are thus able to retamn them but over all thewr efficiency may be lower
than that of private organizations. Further doctors have a high mumover in government
organizations and more so with post-graduates, super-specialists where efforts need to be
done to retain them. Above would require manpower to work with enhanced motivational
levels and having lugher job satisfaction. One of the options to enhance the same 15 (o use
Leader’s behaviour tactics aimed to improve employee outcomes. Research has been
going on job satisfaction, motivation and leadershup among nurses in other countries, but
not much has been done till date mn the below mentioned areas:

* In Indian health care orgamizations
o especially public healthcare organizations
= even lesser studies i medical colleges
# Research has been commonly done on nurse but to a lesser extent on doctor and

largely scarce on emplovees other than nurses and doctors
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« Minunal research was found to have been done on identifying differences m
different categones ol professionals 1 sumlar setup to be able to add to

productivity of medical colleges.

1.08 Objectives of the Research

This research work primarily concentrates on investigation and understanding the impact
of leader’s behaviour on motivation and job satisfaction among emplovees n a selected
nonprofit healthcare organisation. In this research work, because of the researcher’s
experience of organisational leadership in healthcare systems, this study is being taken up
i a selected organisation rather than commencing with a theory and then attempting to

falsily the same.

The study 1s thus being undertaken with objectives to understand the following in

nonprofit making medical college:

1. to detenmume demograplic varables which mfluence employees’ perception about
their leader’s behaviour.

2. to determine demographic variables which influence the emplovees’ motivation and
job satisfaction.

3. to study relationship between and mmpact of perceived leader’s behaviour on
employees’ motivation and job satisfaction.

4. to suggest appropriate tactics that should be adopted by leaders for improving

employees’ motivation and job satisfaction.
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Chapter 2
LITERATURE REVIEW

The concepts of leadership, motivation and satisfaction are mtegral components of
orgamzations and their suceesstul performance.
2.01 Leader’s Behaviour

Interest m 1dentifymg factors that influence leader effectiveness has existed for
decades. In 1900°s Trait theory sought to identify characteristics that separated those
mdividuals with leadership potential from those without. Fiedler (1967) identified
moderators that included task structure, quality of mteraction between the leader and
orgamzation members and the position power of the leader. Other researchers have
proposed factors to include elements of the subordinate, supervisor, task, role and the
organization that may moderate the relationship between leader and subordinates.
These have prompted considerable attention m the hiterature, primarily as they apply
to traditional for profit organizations. Research devoted to identifying moderator
variables by Fiedler (1967), Stodgil (1963) and Hersev & Blanchard (1977) has
shown the relationship of leadership styles to worker motivation. This focus became
more mnportant with the development of contingency theories m the 1960°s.
According to Deci & Ryan (1985) infrinsic motivation reflects an individual’s choice
to engage in an activity for the pleasure it brings and is another potential ontcome
factor of leadership congruence.

Hypothetical consideration: Leader’s Behaviour influences motivation of
employees in profit organizations.

Amorose & Horn (2000) found that “coaches who exlubit a leadershup style
characterized by low levels of autocratic behaviour and who provide high frequencies
of positive, encouraging and information based feedback and low frequencies of
1gnoring plavers’ successes and failures may create an environment that facilitates the
development of intrinsic motivation in their athletes. »

Initiating structure and consideration behaviour were 1dentified as variables
that moderate leader effectiveness in Path-Goal theory by House (1971). Intrinsically
motivating work was also identified as a potential moderator of leader effectiveness
by Yakul (1981) in Multiple Linkage Model. Childers (1990), Holdnak (1993)
examuned leader’s behaviour style and job satisfaction; wliule Anderson (2006) linked

leader’s behaviour to group satisfaction. Pool (1977) examined leader style with
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motivation and Zhang (2010) examined the relationship of empowering leadership
and the unpact on minnsic motivation and perfonmance.

Hyporthertical consideration: Leader’s belaviour influences the job sarisfaction and
intrinsic motivation of employees.

Three aspects of leader’s behaviour need to be in congruence with one another
to aclueve effecive group perfonnance and member satisfaction. The aspects of
leader’s behaviour as per Chelladurai (1978, 1990, 2007) mcludes reguired
(behaviour that is required for a particular situation), preferred (behaviour preferred
of the leader) and perceived (the leader’s behaviour as perceived by the subordinates).

Preferred Leader’s Behaviour stems from both the aforementioned
situational charactenstics and member charactenstics such as task-relevant ability
(House, 1971), personality traits, attinide toward authority (Lorsh, 1974; Morse,
1976), cognitive complexity (Wynne & Hunsaker, 1975). authoritarianism and the
need for independence (Vroom, 1959).

Perceived Leader’s Behaviour is partially determined by the characteristics
of the leader (1.e. personality, ability and experience). However perceived leader’s
behaviour 1s also determined to some extent by required and preferred leader’s
behaviour. Therefore, the leader may conlirm hus/her behaviour to the requirements of
the sitmation and the preferences of the members to some degree. Chelladurai (1990)
also proposed that group performance and member satisfaction are dependent upon
the congruency of required, preferred and perceived leader’s behaviour. Each of the
components of leader’s behaviour plays a sigmficant role in determmng the outcome
of the mteraction between the leaders and subordinates. Therefore, the leader must
take mto account the situational demands, member preferences and lus/her perceived
behaviour when attempting to alter group performance and member satisfaction.
Chelladurai posited that leader’s behaviour was influenced by the characteristics of
the situation, the leader and the members. In the MML (Chelladurai’s
Multidimensional Model of Leadership), leadership effectiveness is defined in terms
of congrmence between required, preferred and perceived leader’s behaviour, results
m member satisfaction and performance outcomes.

Required ILeader’s Behaviour is influenced by sitmational characteristics
such as organizational goals, formal structure, group task, social norms, government
regulations, technology and the nature of the group. In 1990, Chelladurai revised the

antecedents of required leader’s behaviour to also include member characteristics. In
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situations where members lack the intellipence, ability, expenience and/or personality
dispositions (o make judgments about situational requirements, the leader must make
an appropriate decision for the members. Therefore, required leader’s behaviour is
determined by situational and member characteristics.

Multi-dimensional Model of Leadership proposes that strong leadership behaviour
congruence between the leader and the follower(s) will resull m enhanced group
performance and member satisfaction.

Irum (2012) States that leader’s primary task is to motivate followers to exhibit
high performance level in an organisation. It 1s therefore prudent that a leader 1s aware
of how to motivate his/her followers to enhance performance and advance the concept
of accountability m the orgamzation. Earlier research camed out to determune the
most effective leadership behaviour in a specific situation showed a high in either
consideration or mitiating 1s most effective whiles other research by Northouse
(2013) shows a lugh m both consideration and mmtiating structure 1s the best form of
leadership. The idea behind this theory was that different situations or circumstances
required different kinds of leadership. Alder (2008) mentioned that leaders affect the
thought and behaviour of followers through persuasion rather than the use of
coercion. Hypothetical consideration: Leader’s behaviour influences motivation of
employees.

Leaders are role models who influence the eulture, values, thoughts and actions of
the orgamization and its people. Leadership behaviour practiced by managers greatly
mfluences the performance and productivity at the work place. Hypothetical
consideration: Leader’s behaviour is related ro performance and productivity at
work. A leader needs to constantly mform himsel/hersell of the motivational needs of
the employees, one of simple factors of success cited in the organizations is a
motivated workforce. A leader has to carefully evaluate and then decide on the right
approach for the subordinates. A leader has to provide a vision to the people; 1t 1s the
vision which helps them direct and redirects their efforts towards it. In the recent
times where changes are rapid in the orgamzations, the leaders have to be fully
sensitized to what behaviour/style would work the best, sometimes they nught have to
use a combination of styles/behavioural aspects to address issues effectively. The
leadership style also has a bearing when leaders are to act as mentors and coaches for
their subordinates. Motivation 15 a goal-onented charactenstic that helps a person

achieve his objectives. It pushes an individual to work hard at achieving his or her
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poals. An executive must have the night leadership traits to influence motivation.
However, there may not be a specific blueprmt for motivation.

Both an employee as well as manager must possess leadership and
motivational traits. An effective leader must have a thorough knowledge of
motivational factors for others. He must understand the basic needs of employees,
peers and lus supenors. Leaderslup 15 used as a means of motivating others.

According to Layman (2007) managers are usually requmed to carry out
periodic assessments of work practices to ensure that the jobs supporting the work are
aligned with new practices. According to Alley (1975) while leadership refers to the
ability to influence others through guiding, motivating and directing to achieve
orgamzational effectiveness, management refers to coordmating resources through a
series of functions and procedures to achieve specific organizational goals. Zhou
(2008) states that the style that leaders use 1s based on a combmation of their beliefs,
values and preferences, as well as the orgamzational cultwre and norms, which
encourage some leadership styles and discourage others.

Yukl (2010) states that transformational leadership 1s how managers create and
commnumcate the wvision of the orgamzation, brnnging employees together to
accomplish goals. According to Yukl (2010), Bass (2003) and Osborn & Marion
(2009) transformational leadership requires managerial capabilities such as
knowledge, skills and experience which are used to help employees understand which
opportunities to pursue and which threats require what tvpe of response. Zhou (2008)
states that practiioners must understand what leads to job satisfaction and how 1t 1s
mfluenced by the alipnment of a firm’s internal human resources to produce return on
assets.

Transformational leadership is one of the most researched approaches to
leadership. Osborn & Marion (2009) indicated that though charismatic and
transformational leadership were overlapping, both were different from transactional
leadership and had a unique constrct. Leadership research findings by Rowold &
Heinitz (2007), Rowold & Rohmann (2009) support the notion that contemporary
leaders are becoming more transformational than transactional. Other empirical
evidence of a positive and motivational impact of transformational leadership on
followers as compared to transactional and laissez-faire by Idris & Ali (2008) and
Antonakis (2012) mdicates that research 15 yet to substantiate the argument that

indeed transformational leaders transform followers and organisations. Robinson
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(2007) considers transactional leadership as a leader whose primary objective of
leadership 1s to use social exchange for transachions.

Larocca (2003), Eagly & Johnson (1990), Trewatha & Vaught (1987), Chin
(2013) also exanuned and found sipnificant differences in leadership stvle based on
demographic variables. Carveen & Tao (2006) found significant difference n
selecled leaderslup styles based on the demograpluc vanables like gender, education
levels, age of leader and no difference m leadership style for duration of work. Jogulu
(2010) found significant difference in self assessment on leader’s behaviour style.
Mohammed et al (2012) found significant difference in leadership stvles based on
the demographic vanables like gender, education levels, age of leader and no
difference mm leadership style for educational level. Hypothetical consideration:
Leader’s behaviour has relationship with demographic variables.

According to Skogstad (2007) laissez faire leadership 1s associated with
psychological distress through conflict with co-workers, role conflict, role ambiguity
and bullying. Laissez faire leadership is related to psychological distress through the
unpact on poor social relations. Wu et al (2009) expressed that abusive supervision is
related to emotional exhaustion. This relationship 1s stronger 1f emplovees expenence
lugh levels of co-worker support and il employees are susceptible o emotional
contagion. Yagil (2006) mentioned that employee de-personalisation and emotional
exhaunstion are positively related to abusive supervision, whereas supportive
supervision and personal accomplishment are positively related. Both abusive and
supportive leader’s behaviour 1s related to burnout. Harvery at el (2007) states that
emplovees who were high in positive affectivity and ingratiation, abusive leadership
did not mnfluence ther tension levels and that abusive leadershup was related to
emplovyee tension levels.

The link between transformational leadership and employee well-being was
explamed through employees” experience of their work as meaningful by Arnold et
al (2007). Transformational leadership is related to well-being through employees’
experience of having a meaningful job. Transformational leadership i1s negatively
related to burnout whereas passive avoidant leadership 1s positively related to burnout.
According to Kanste et al (2007) rewarding transformational leadership and active
management-by-exception are negatively related to aspects of burnout whereas
laissez-fare leaderslup 1s positively 1elated to emotional exhaustion and personal

accomplishment. Skogstad et al (2007) found that relationship between laissez-faire
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leadership and distress could be partly explained by conflicts with co-workers,
bullymg, role confhict and ambiguity.

Gullatte & Jirasakhiran (2005) stated that nurse manager’s behaviour is
essential to retamn staff nurses in hospitals; managers are the real key to aclueve this
poal. According to Dvir et al. (2002), Hetland & Sandal (2003), Ilies (2006)
posilive relationships have been found between transformational leadership styles and
employee motivation: research demonstrates higher levels of employee eflectiveness
and greater employee and customer satisfaction in comparison with non-
transformational leadership styles. Transformational leadershup was recognized as an
element in employees™ attachment to an organization by Loke (2001), Leech (2005)
and as per Force (2005) 1t also had an unpact on nurse retention, job satisfaction and
wellbeing. In confrast as per Cummings (2010) transactional, instrumental, task-
oriented or ‘laissez fawe’ leadership styles are associated with negative outcomes.
Hypothetical consideration: Different Leader’s behaviour aspects are related fo

nurses retention, job satisfaction, well being and negative oufcomes.

In a systematic review of healthcare leaderslup study by Gilmartin (2007)
transformational leaderslup was shown to be positively and sigmificantly associated
with job performance. It was hypothesized that this effect is indirect and that different
mediators play a role. Hypothetical consideration: Leader’s behaviour is associated
with job performance in healthcare organizations. Walumbwa (2004, 2008)
suggested that the relationship between (ransformational leadership and work
behaviowr would be mediated by efficacy beliefs. Dunham (2000), Nielsen et al
(2009) found that transformational leaders can empower nurses and health-care
workers to solve problems and take responsibility in the care of patients. According to
Weberg (2010) transformational leadership style has been associated with positive
effects on nursing and health-care workers psychological wellbeing and job
satisfaction. Hypothetical consideration: Leader’s behaviour influences nursing and
health workers psychological well being and job satisfaction. Miguel (2008) defined
leadership as a process whose essence lies m the ability to influence subordinates in a
non-unidirectional way.

As per Scholl (2001) effective leadership 1s viewed by most people as
fundamental to the success of any organization. However when vou ask, "Why aren't

our employees motivated to (insert behaviour)", the answer is usually "lack of
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meentives”. While incentives can play a role in motivation, when emplovers become
disenchanted with mcentives or pay-for-perfonnance systems or the costs of these
systems becomes too high, they start to investigate non-financial motivational
strategies. Leadershup behaviour 1s most often the kev to understanding emplovee
motivation. Leadership effectiveness 15 measured mn terms of how successful the
leader 15 m motivating behaviour despite resistance. Leaders can tap mito all five
sources of motivation. Leadershup 1s often characterized as bemg either transactional
or transformational. In general, transactional approaches tap the instrumental source
of motivation, while transformational approaches tap the other four sources. What has
come to be known as transformational leadership 1s really three or more leadership
approaches. These are pure approaches and no leader 1s bound to one approach. In
fact, most successful leaders use a variety of approaches including both transactional
and transformational styles in thewr repertoire. While the transactional approach has
been the staple of supervisors and managers m the busmess sector (because ol the
availability of option pay as a reward), leaders in not-for-profit and volunteer
organizations have long relied on fransformational approaches (Sholl, 2001).
Ihypothetical consideration: Leader’s behaviour approaches are different for
private sector and for non-profit originations. However busmess leaders are
discovering the limitation of using transactional approaches alone as more and more
constraints are being placed upon them with respect to the distribution of extrinsic
rewards.

According to Leonard (2012) leaders of nonprofit orgamzations are now
adopting mainstream motivation approaches for performance and satisfaction
unprovements. Hypothetical consideration: Leaders of non-profit organizations are
now changing for performance and satisfaction improvemenis. This practice is not
surprising as nonprofits strive to improve managerial accountability combined with
efficient operations much like other organizations. But considerably less research has
been done regarding the effects of motivation, leadership and satisfaction as they
apply to nonprofit organizations. A growing number of studies have suggested that
nonprofits differ in several respects. Nonprofit emplovees as per Zeffane (1994) may
respond more favorably to specific types of Leader’s behaviour.

Hyporhetical consideration: Considerably less research has been regarding leader’s

behaviour, motivation and job satisfaction in non-profit organizations.
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2.02 Employee Motivation

Managers and management researchers have long believed that orgamzational
goals are unattainable without the enduring commitment of members of the
organizations. According to Stoker (1999) motivation is a human psychological
characteristic that contributes to a person's degree of commitment. It includes the
factors that cause, channel and sustain human behaviour in a particular committed
direction. Stoke (1991) mentions that there are basic assumptions of motivation
practices by managers which must be understood. Factors such as ability, resources
and conditions under which one performs are also important. Managers and
researchers alike assume that motivation 1s in short supply and in need of periodic
replemshment.

Studies (Churchill et al., 1979; Ingram & Bellinger, 1983; Dubinsky &
Skinner, 1984; Lefkowilz, 1994; Eagly et al., 1994; Ebrahimi, 1999; Heidarian et
al., 2015) reveal that emplovees’ demographic aspects have a role n their job
attitudes and motivation. Factors such as age, education, gender and job tenure muglit
be playing an effective role in employee motivation and job attitude.

According to Eagly et al. (1994) the reason for gender differences on work
motivation or even ‘motivation (o manage’ 15 a sum total ol the biological,
soctological and psychological processes. The culture of the nation plays a cntical
role in the sociological perspective. Hofstede (1980) made an attempt to classify the
culture of the nation based on four factors: a) uncertainty avoidance b) power distance
¢) mdividualism-collectivisim and d) masculimuty-femimmty. Among these four,
‘masculinity- femininity’ plays the biggest role in determining the national perception
towards women at workplace. Masculimity-femininity, a multi-dimensional and
complex cultural construct, 1s related (o a society’s attitude towards the strength of
traditional gender roles and perspectives on material success and assertiveness
(Wortheya et al, 2009).

One of the reasons identified by Mckinsey & Company (2012) in their
studies is that of the ‘double-burden syndrome” that women undergo. This is about the
mixed official and domestic responsibilities women handle. She takes the central
famuly role m terms of orgamzing famuly life, cluld care, elderly care, etc.

Traditionally mn India, domestic responsibilitiecs are mostly on the shoulders of
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women, and this indicates that they have to manage most of the domestic affairs too,
when they choose to work. In tlus study, the researcher 1s attempting to look at the
impact of gender on the motivational perspective of ‘work life balance’. Dynamic
triangle motivation suggested by Osteraker (1999) specifies relation among “culture,
orgamzational culture and individual charactenstics’. Expectations from work change
based on the people age and experience (Brown & Peterson, 1993; Jurkiewicz &
Brown, 1998).

Research (Kanfer & Ackerman, 2004; Freund, 2006) has evidenced
differences in the motivation of vounger and older adults. It was observed that
perceptions of work changes, as the person ages and as the work tenure increases and
15 actually due to the expectations [rom the work that change (Brown & Peterson,
1993; Jurkiewicz & Brown, 1998). As people age and gain experience, factors that
motivate them may also change. Jurkiewicz & Brown (1998) observed that vounger
workers might have a different work attitude compared to older workers probably on
account of different material and emotional needs and desires. less developed self
concept and less developed professional attachments. It was found that as employees
age sitrength of aclievement motive comes down however strength of motives of
positive effect and protecting self-concept mereases (Kanfer & Ackerman, 2004).
Warr (1997, 2001) found association between age and preferences for physical
security, job securnity, salary and opportunity for skill ntilization through late nudlife.
Findings i the studies on motivational factors and demographic factors such as
education, gender and age (Eskildsen, Kristensen & Westlund, 2002) were found to
be contradictory. Banerjee & Duflo (2006) attempted to study *extrinsic’ motivation
of health workers and teachers versus absenteeism, and found that the teachers were
responding positively to extrinsic motivation with respect to absenteeism irrespective
of the fact that the incentive offered was not extravagant. Hypothetical consideration:
Demographic variables influence motivation of employees.

Motivation is a tool which managers can use in organizations. If managers
know what drives the people working for them, they can tailor job assignments and
rewards to what makes these people “tick.” Motivation can also be conceived of as
whatever it takes to encourage workers to perform by fulfilling or appealing to their
needs. To Olajide (2000) “1t 1s goal-directed and therefore cannot be outside the goals

of any organization whether public, private or nonprofit™.
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Rescarch by Baard et al. (2004), Leete (2000), Perry & Hondeghem
(2010) has found a hnk between mirmsic motivation and paid work engagement,
public sector employee safisfaction and performance related extrinsic rewards
respectively. When people engage m actions for instrumental reasons, such as gaining
a reward offered, they have been motivated by extrinsic factors. Such reward has been
referred (o as a controlled form of motvation by Deci & Ryan (2000). Gagne & Deci
(2005) 1dentified the specific mtrmsic motivators (autonomy, competence and
relatedness) that positively affect work attimides and motivation and Stone et al.
(2009) 1dentified the positive link between specific leader’s behaviour and mtrinsic
motivation.

With respect to nonprofit organizations, the limited motivation research
that does exist has mostly focused on the impact pay systems, is on intrinsic
motivation. Impact on intrinsic motivation has been the subject of numerous articles
mcluding: work on crowding effect by (Frey & Oberholzer, 1997; Frey & Jegen,
2001), cognitive evaluation theory by (Gagne, 2005; Deci, 1985) and self-
determination theory, over justification effect by (Lepper & Greene, 1976) and
examimng how tangible rewards undermine mntrinsic mterest i the task by (Amabile,
1993; Deci et al.,, 1999). It has been recogmzed that when extnnsic rewards are
involved, there is a reduction of infrinsic satisfaction. At minimum. this effect has
mmportant implications for the performance and satisfaction of employees and 1s
especially  important  with regard to nonprofit orgamzations. Hypothetical
consideration: Limited research has been done on non-profit organizations. In
absence of extrinsic rewards in public sector organizations it is important to study
intrinsic motivation in non-profils.

The 4 leadership style of Telling, Selling, Participating and Delegating proposed in
the Situational TLeadership Model can be used as per the motivational need of the
subordinate. Rewarding good/exceptional behaviour with a small token of
appreciation, cerfificate or letter can be a great motivator. Being a role model is also a
key motivator that influences people mn reaching their goals. Encouraging individuals
to get wmvolved m planning and important 1ssues resolution procedure not only
motivates them, but also teaches the intricacies of these key decision-making factors.
A leader should step into the shoes of the subordinates and view things from
subordinates” angle. IHe should empathize with them dunng difficult tunes.

Empathizing with their personal problems makes them stronger-mentally and

37



emotionally. A meamnngful and challenging job accomplished inculcates a sense of
achievement among employees. The executive must make their employees feel they
are performing an important work that is necessary for the organization’s well-being
and success. A leader tends to have a huge mfluence on the thoughts and motivation
of people. He/she has the capacity to enthuse optimusm and confidence m the
followers and lead them to constructive endeavors which 1s called resonance and on
the other hand they can negatively influence them to destruct, e. g of such leaders
being Hitler and Osama Bin Laden which is opposite to resonance called desonance.
Inspirational motivation has been variously defined by Rafferty & Griffin
(2004) as including articulating a wvision, providing a model, encouraging high
standards, demonstrating determmation and confidence, stunulating enthusiasm,
building subordinate confidence and providing encouragement. The Second
Admimstrative Reforms Commussion of India (Government of India, 2010) identified
the following factors like (security, respect in society, balance between work and hife,
opportunity to be part of the larger cause of serving the country, variety in job profile)
which affect motivation of public servants employvment. Apart from these, recognition
and job ennchment have also been considered as important motivating factors. Major
factors which cause dissatisfaction among civil servants were 1dentified as poor
working conditions, unfair personnel policies, excess or absence of supervision,
absence of fair-play within the organization, indiscipline, lack of transparency within
the orgamzation, lack of opportumty for self-expression, interference in objective
functioning. This report reveals that most of the officers 1dentified recogmtion of
effort, chance for useful contribution; opportunities to use & develop skills, congenial
work environment, challenging opportunities at work and night level of authonty in
job are very important factor for job satisfaction. However, chance to make a useful
contribution (73%) and autonomy in the job (71%) were ranked higher than the other

four factors.

2.03 Job Satisfaction: Ladebo, (2005), Spector (1997) suggests that job satisfaction
15 facet specific. for mnstance, facets of satisfaction may meclude pay, co-workers,
supervision, promotion opportunitics and the work itself. According to Donovan et
al., (1998), Gunter & Furnham (1996) and Rodgers & Chapmari (1990) related
variables such as interpersonal treatment, job importance/challenge, working

conditions, peer relations, leadership style and material rewards and advancement are
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positively associated with emplovee satisfaction. Kleinman (1997) adds that people
will be satisfied with themr jobs when they emjoy ther work, have a realistic
opportunity to advance in their organisation, like the people they work with, like and
respect their supervisors and believe that thewr payv 1s fair. The concept of job
satisfaction enjoys increasing attention from orgamsations these days, since its
nnportance and pervasiveness m terns of orgamsational effectiveness has been [irmly
established quite some tune ago. Arnold & Feldman (1986) managers now feel
morally responsible for maintaining high levels of job satisfaction among their staff,
most probably primarily for its impact on productivity, absenteeism and staff turnover
as well as on union activity. Job satisfaction 1s how contented an individual 15 with his
or her job. Scholars and human resource professionals generally make a distinction
between affective job satisfaction and cognitive job satisfaction. Affective job
satisfaction 1s the extent of pleasurable emotional feelings individuals have about their
jobs overall and 1s different to cogmtive job satisfaction wlich 1s the extent of
individuals® satisfaction with particular facets of their jobs, such as pay, pension
arrangements, working hours and numerous other aspects of their jobs. Harrison et
al. (2006) established the direct umpact of job satisfaction on tumover, absenteeism,
citizenship behaviour and other orgamzational attitudes and behaviour.

Researchers (Blackburn & Bruce, 1989; Falcon, 1991; Warr, 1992:
Oleckno & Blacconiere, 1993; Howard & Frink, 1996; Asha, 1994; Clark et
al., 1996; Lee & Wilbur, 1985 ; Green, 2000; AlAjmi, 2001; Wae, 2001;
Ngirande, 2013; Belias et al, 2013; Kananaugh et al, 2006; Jung et al., 2007; Zou,
2007; Phil, 2009; Green, 2000; Sunbul, 2003; Choudhury & Gupta, 2011; Bader
el al., 2013) have observed and studies the relationslup between demographic vanable
and job satisfaction for quite some time with varying results, contradicting at times.
Hypothetical consideration: Demographic variables influence Job satisfaction of
employees.

Lee (2015) mentions that dissimilarities in govermnance, clientele and
organizational imperatives: between the nonprofit and public sectors sugpest that
understanding emplovee job satisfaction requires distinction between the two. Thus
study examines similarities and differences in what affects managers” job satisfaction
m nonprofit and public organizations, focusing on managers’ perception of their
orgamzation, job, and top management. While the results suggest that prnide i the

organization is a determining factor of managers’ job satisfaction in both sectors, they
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also reveal that certain attnbutes of job satisfaction influence managers’ job
satisfaction dufferently between the two sectors. In particular, the indings suggest that
nonprofit organizations should establish clear definitions of employees’ tasks and
roles and allow employvees more antonomy to mcrease thewr job satisfaction.
Hypothetical consideration: factors affecting job satisfaction in non-profits are
different from other organizations. Srivastva & Bhtnargar (2012) reviewed the
hiterature stressing the mmportance of job satisfaction i healthcare orgamsaton.
Leiter et al. (1998), Linn et al. (1985), Haas et al. (2000), Kaldenberg & Regryt
(1999), Ostroff (1992) demonstrated strong positive correlation between job
satisfaction of medical staft and patient satisfaction with the services m these health-
care settings. Research by Bowran & Todd (1999), suggests that job satisfaction and
job performance are correlated. Buchbinder et al. (2001), Pathman et al. (2002)
found poor job satisfaction as a reason for increased physician turnover, adversely
affecing medical care job satisfaction. As per Landy (1989) differences among
organizational units in job satisfaction can be diagnostic of potential frouble spots.
McNeely (1988) states that dissatisfied workers are more likely to provide inferior
services, and the physical and mental status and the social functiommg of these
workers can be affected substantially by the level of theiwr job satisfaction. Researchers
(Linn et al., 1985; Hasenfeld, 1983; Kivimaki, 1994) have mentioned that hospital
personnel have difficulties in meeting the needs of their patients if their own needs are
not met; therefore, hospital managers have responsibilities to both staff and patients.
According to McGregor (1960), Dowell (2000), Lambert et al. (2000) managers
who grasp the importance of factors affecting the well-being of staft are more likely
to gain unproved performance from the varous groups ol hospital stafl. Hypothetical
consideration: performance of healthcare organizations depends on job sartisfaction

of employees.

2.04 Leader’s Behaviour and Motivation:

According to Maslow (1943) emplovees have five levels of needs; physiological,
safety, social, ego and self- actualizing. Maslow argued that lower level needs had to
be satisfied before the next higher level need would motivate employees. Herzberg's
et al. (1959) work categonized motivation into two factors: motivators and hygiene’s.
From Vroom’s (1964) expectancy theory perspective, people’s motivational needs

may be transformed into expectancies which drive behaviour at work, if the behaviour
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15 believed to lead to a certain outcome and that particular outcome is considered
desirable. The aspects affecting people’s motivation at work may be grouped mto
different dimensions, for example. their energy and dynamism, their synergy with the
work environment, as well as thew intrinsic and extrinsic motives. Certain needs or
motives experienced by emplovees are mdicative of thewr energy and dynamism while
al work, such as their need for achievement and power, their level of activity under
pressure and the extent to which they are motivated by a competitive environment.
Similarly, several employee needs and motives portray the nature and level of synergy
or harmony between their motivation profiles and their work enviromments. These
mclude, for example, the extent to which people are motivated by opportunities for
mteraction at work, by praise and tanzble recogmtion, by the synergy between their
own and the company’s values and principles, by their need for job security and by
their need for opportunities for continual personal growth and development.
Employees” mtmsic motivation dimension 1s reflected by aspects such as their need
for meaningful and stimulating work, for flexible stmctures and procedures
surrounding their tasks and for an adequate level of autonomy in their jobs. The
exirinsic dimension of employees’ motivation profiles 1s represented by aspects such
as themr need for financial reward, positive promotion prospects and position and
status in the firm. Once their more basic needs have been met, employees are often
driven more strongly by egostical needs. They also explored people’s need for praise
and other outward signs of recognition for their achievements. Beach (1980), Van
Vuuren (1990) mentioned that employees expernience thew jobs as [ar more pleasant
and rewarding when they receive appropnate recognition for their accomplishments.
Fiedler (1967), Hersey & Blanchard (1977), Stodgill (1994) exammed contingent
factors such as behaviour, situations with a considerable amount of research devoted
to identifying moderator variables with respect to relationship of leadership styles to
worker motivation. This focus became more important with the development of
contingency theories by Kerr, Fiedler, House, Vroom, Hersey and Schriesheim in
the 1960°s. Research by Hackman (1967), Porter (1975), Tvagi (1985) with
reference to employees mtrinsic motivation; dimension, task enrichment theory holds
that a person’s motivation is increased by his or her experience of meaningful and
enriching job content. According to Beach (1980), Coster (1992) and Vercueil
(1970) autonomous activity 1s an mnate need expenenced by many people. Beach

(1980), Van Vuuren (1990) mentioned that employees experience their jobs as far
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more pleasant and rewarding when they receive appropriate recognition for their
accomplishments. According to Deci (1985) minnsic motivation, which reflects an
individual’s choice fo engage in an activity for the pleasure it brings, is another
potential outcome factor of leadership congruence. Orpen (1994) an cmplovee’s
perceived control over his or her own work was also found to moderate the
relationslup between the levels of motivation and job satisfaction expenenced. The
hiterature showed that the nature of the relanonship between motivation and job
satisfaction is determined to a large extent by people’s perceptions of the amount of
control they have over thewr own work. Amoroese and Horn (2000) found that
“coaches who exhibit a leadership styvle charactenized by low levels of autocratic
behaviour and who provide lugh frequencies of positive, encouragmmg and
informational based feedback and low frequencies of ignoring players” successes and
fallures may create an environment that facilitates the development of mtrinsic
motivation i themw athletes™.

Leadership definition by House et al. (2004) made mention of the fact that a
leader should influence and motivate followers. tlus indicate that motivation
constitute a fundamental part of leaderslnp. Hendricks & Hendricks (2003) base
their leadershup theory on thirty vears of research mvolving thousands of subjects and
their entire theory begins with integrity, with their conclusion being that when people
operate from integrity, personal and professional well-being accelerates tremendously.
The path-goal theory by Northhouse (2013) assert that leaders generate motivation
by mcreasmg types and number of pavolls and clearing obstacles on path leading to
followers™ goals through coaching and direction. It also maintains that, followers” job
motivation and satisfaction and followers™ acceptance of the leader, are all aflected by
leadership behaviour. Role model managers can also affect employees’ motivation
and those with optimistic and enthusiastic outlooks can have positive and motivating
effects on employees and the climate in which they work. Conversely, according to
Marquis (2009) unhappy managers can have a negative effect on employees’ morale.
Sirota et al. (2005) states that to maintain emplovees’ enthusiasm, managers must
move away from the notion that they require constant supervision and instead
acknowledge that they require social contact and friendship and should be treated with
fairness, respect and dignity. According to Hackman & Oldham (1976), Laschinger
& Purdy (2007), Karasek (1979) autonomy (1.e. decision latitude, job control, and

empowerment) has long been theorized and empirically supported as a key
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component of a motivating and satisfving job as well as a moderator of the stress-
outcome relatiouship, Hypothetical consideration: leader’s behaviour relates fo the
motivation of employees.

Leaders m public service can influence motivation through several
mechanisms, mcluoding engagmge employvees’ existing values, infusmg jobs with
meamng and highlighting and rewarding public service values. These processes are
not well understood. Perry & Hondeghem (2008) observed that specific challenges
worth investigating include how leaders raise the salience of collective identities and
values n followers™ self-concepts, linking the organizational mission to organization
members” and clients™ identities and values and linking members’ job behaviour to
their identities and values. According to Paarlberg & Lavigna (2010), Trottier et al.
(2008) leaders who transform their followers™ attimides and commitment to the
organization’s mission typically exhibit certain characteristics or behaviour. For
example, transfonmational leaders mspirationally motivate emplovees by clearly
articulating an appealing vision of the organization’s mission and future. In addition,
the demonstrated importance of transformational leadership 1 private sector
organizations sugegests that the mfluence of this vanable 1s not predicated on the
existence of public service motivation or even public service nussions. Such leaders
according to Moon (2001), Paarlberg & Lavigna (2010), Bass & Riggio (2006) can
emphasize the employee’s sense of duty and responsibility to their coworkers and
supervisors or mstill a sense of pride or ownership in the orgamization’s performance
outcomes or success through both thewr words and deeds. Hypothetical consideration:

Behaviour/ approach of leader influence the maotivation of employees.

2.05 Leader’s Behaviour and Job Satisfaction: Chen et al. 2005 assert that
leadership behaviour and job satisfaction are fundamental components influencing
emplovees” attitudes and overall effectiveness of an organisation. Job satisfaction is
mostly influenced by manager’s behaviour. Bertelli (2007) and Ting (1997)
acknowledge that undesirable aspects of a job, disruptive organisational politics and
bad management are among the factors that lead to low job satisfaction. McNeese-
Smith (1997) suggested that the characteristics of a manager that influence
subordinate emplovees” job satisfaction include provision of recognition and thanks,
meeting employee personal needs, helping or guiding the employees, using leadership

skills to meet group needs and supporting the team. Conversely, job dissatisfaction
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was found to be due to managers not giving due recognition and support, not bemg
able to follow through on problems and not helping but cnticizing m a cnsis. Tepper
(2000) suggested that the number one reason people quit their jobs is that they are
treated poorly by their supervisors. However those who remain in their jobs, working
for poor leaders, have lower job and life satisfaction, lower commitment, higher
conflict between work and famuly and psychological distress. According to Lucy
(2004), Loke (2001) both employees™ job satisfaction and comumtment are dmectly
affected by leader’s behaviour, which consequently affect numover behaviour in
organizations. This finding is also supported by Magner et al. (1996) assertion that
turnover intentions reflect the emplovees™ affective reactions towards the organisation
and 1ts leaders. It can therefore be argued that perceptions of poor leaderslup
behaviour will result in reduced satisfaction and lack of organisational commitment
among the emplovees.

Overall 1t appears that most employees are happy at work when they are able
to realise their occupational goals and ambitions and when they can take control of
their work environments and often the people n 1t too. By domg so, their needs for
affinnation of their self-worth and value to the company, as well as therr ability to
control theiwr own destiny to some extent, are satisfied. At the same tune employees
derive satisfaction from a sense of belonging to the community at work and sharing
mmportant values and principles with them and from growing and developing
alongside them for the betterment of themselves and the organisation as a whole.
Employees also need to be recogmsed for their aclhievements and contnbution to the
company’s prosperity and to feel secure n their jobs i order to expenence job
satisfaction. For many employees 1t 1s also unportant to be able to uphold their
personal principles and values at work. Emplovees are infrinsically motivated by
stimulating job content and the autonomy to organise it as they see fit. Job satisfaction
follows when these matters meet emplovees’™ expectations. A number of extrinsic
motives such as financial reward, status and career advancement also contribute
towards an employee’s job satisfaction. From a certain perspective it 1s believed that
these represent nothing more than wvisible and often tangible, evidence of an
employee’s self-worth and value and his or her ability to earn well. In other words, a
substantial relationship 1s believed to exist between a worker’s need for extrinsic
modes of reward and the need for affirmation of acluevement and power, which 1s

often expressed more subtly. According to Emery & Barke (2007) transformational
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leaders encourage followers to take on more responsibility and autonomy; work tasks
would provide followers with increased level of accomphshment and satisfaction.
Sirota et al (2005) claim that employees job satisfaction declines after they have
worked for an orgamsation for about six months; one of the reasons cited for this 1s
that managers do not show concern for thewr employees. Bennet & Franco (1999),
Bushen (1999) stressed the mmportance of a supportive and creative enviroument
where nurses feel valued and recogmized mfluences job satisfaction, retention and
excellence in practice. Jessen (2010) investigated the sources of job satisfaction
among practitioners and managers employved in the Norwegian public social services
and the professionals™ perception of social rewards in particular. Bemg valued,
receiving praise and positive feedback are considered to be mnportant aspects of job
satisfaction. Nevertheless the expertise and competence of social workers is not
alwavs acknowledged. A study by Malik & Naeem (2011) indicated that civil
servants were satisfied with their job and statistically positive relationships existed
between the dependent variable and the three aspects of job satisfaction (salary,
supervision and coworkers). Berson (2005) discovered that within the research &
development (R&D) and admimstrative environments, leaderslup behaviour of a
manager 1s closely related to work satisfaction of the employees.

Prottas (2008) reported that if leaders acted with integrity this was positively
related to job satisfaction and less stress among employees and a study by
Schaubroeck (2007) showed that leaders’ hostility and negative affectivity was
related to job dissatisfaction and anxiety among emplovees 1 jobs with hittle decision
latitude. Studies by Wu (2009), Yagil (2006) found that emplovees who experienced
their leaders as engaging m abusive behaviour reported lugher levels of bumoult.
Prottas (2008) mentioned that leaders’ integrity is related to job satisfaction, life
satisfaction, sfress, health and absenteeism. According to Schaubroeck (2007)
leaders” traits together with jobs with Little enrichment are related to job satisfaction
and anxiety. Sellgren et al. (2008) stated that supportive leadership behaviour is
correlated with creative work climate and job satisfaction Leaders™ support 1s related
to job satistaction. Bono & Vey (2004) mentions that transformational leadership
buffers the negative effects of emotion regulation on job satisfaction and stress.
According to Nielsem et al. (2008) mvolvement, meaningfulness and influence
mediated the relationslup between transformational leaderslup and employee well-

being and job satisfaction. Occupational self-efficacy and emotional irritability as per
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Wolfram & Mohr (2009) were found not to moderate the relationship between
translfonmational leaderslup and job satislaction. McGilton et al. (2007) found that
supervisor related job satisfaction increased when perceived supervisory support was
ligher. They concluded that supportive supervision 1s critical for job satisfaction
among supervisors mn long-term care settings. McGilton et al. (2007) reported that
supervisory support was a significant predictor of job satisfaction with long term care
nursig  aides. Managers can influence twmover by addressmg climate and
communication patterns as well as by encouraging stable leadership. Castle et al.
(2007) found that low job satisfaction was associated with high turnover intention
among unlicensed nursing aides. In their examination of job satisfaction and turnover
among nursing assistants working m nursing homes, Parsons et al, (2003) found that
as job satisfaction decreased, turnover increased. Nielsen et al. (2008), Niclsen &
Munir (2009), Bono (2004) and Wolfram (2009) have reported that a
transformational leadership style was positively related to job satisfaction, less stress
(Bono, 2004; Seltzer et al., 1989; Sosik & Godshalk, 2003) and affective well-being
(Nielsen et al., 2008; Arnold et al., 2007; Nielsen & Munir, 2009; Schaufeli, 2000).
Harter, et al (2003) demonstrated that employee engagement 1s negatively associated
with turmover and positively associated with job satisfaction. The positive relationship
between authentic leadership and job satisfaction was reported by Walumbwa et al.
(2008). Utihizing the Leadership Practices Inventory, Loke (2001) found that 29% of
Singaporean staff nurse’s job satisfaction was explained by their manager’s leadership
behaviour. Furthernmore, Hall (2003) m a study mmvolving over 2000 nurses from 19
Canadian teaching hospitals, hierarchical linear modeling determined that nurse
manager’s leadership had sigmificant positive mfluence on nurse’s perceptions of job
satisfaction. In prior studies, change commitment has been observed to act as a
mediator between transformational leadership and job satisfaction which is linked to
better service quality (Zhou, 2008) and better interaction marketing (Luo &
Homburg 2007). Goddard and Laschinger (1997) identified lack of empowerment
structures available to first-line managers contributed to their feelings of frustration
and job dissatisfaction. Research by Laschinger (2007), Regan & Rodriguez (2011)
has shown that empowerment can lead to improvements in murse managers’ job
satisfaction which hints at empowerment or autonomy as a possible buffer of job

stress for nurse leaders. Research m nursing by Failla & Stichler (2008), Kleinman
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(2004), Laschinger et al. (1999), Lindholm (2003), Wayne (1997) demonstrated that
support from leaders can be an nnportant bulfer against negative effects of stress.

Gunnarsdottir et al. 2009 found that Icelandic nurses were satisfied with
their support from front-line managers, but evaluated thewr support from nurse leaders
at the hospital level less highly. Chen & Johantgen (2010) found evidence that the
management style was a sigmificant predictor of job satsfaction at both nurse (n =
3182 nurses) and hospital (n = 31 hospitals) levels m acute care hospitals m Germany
and Belgium, the quality of nursing leadership significantly predicted job satisfaction
only at the nurse level.

Webb (2009), Koh et al. (1995) supported that the transformational model
was approximately equal m predicting follower job satisfaction. Studies by Koh et al.
(1995), Ejimofor (2007), Nguni et al. (2006) show that perceived transformational
leadership behaviour of school principals significantly and positively affect teachers
expressed job satisfaction. Yet another study amongst public and pnvate service
institntions in Norway by Hetland & Sandal (2003) also found transformational
leadership in both private and public institutions as having strong and consistent links
with the employee’s satisfaction. The effects of transformational leadership on
employee work related attitudes such as job satisfaction has been finnly established
a number of empirical studies undertaken in different countries across the world and
m a variety of organisational contexts, both non-educational and educational
organizations by Hetland & Sandal (2003), Koh et al. (1995), Ejimofor (2007),
Nguni et al. (2006), Bolger (2001), Gardner et al. (2005).

Hyporthetical consideration: Behaviour/approach of leader influences the job

safisfaction of employees.
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Chapter 3
Research Methodology

3.01 Scope of Study

The present study is bemng taken up m a selected nonprofit healthcare
orgamsation (Guru Gobind Singh Medical College at Fandkot, Punjab). This study
has been conducted on all the personnel working (with exclusions as defined below)
at GGS Medical College, Fandkot. Study mcluded all Doctors, Nurses, all paramedics
and technical staff and other ministerial Class IIT staff. Class TV staff was excluded as

explained m section on Sample below.

3.02 Objectives of the Research

This research work primarily concentrates on investigating the impact of
perceived leader’s behaviour on satisfaction among emplovees (at all levels including
doctors, nurses and class 3 stafl) at vanous levels at GGS Medical College, Fandkot.
The purpose of this study is to investigate the potential relationship between perceived
leader’s behaviour on job satisfaction and motivation of emplovees of varions levels
of personnel 1 a nonprofit healthcare orgamsation.

In tlus thesis, because of the researcher’s expenence of orgamsational
leadership in healthcare systems, this study is being taken up as a study of selected
organisation rather than commencing with a theory which he then attempts to falsify.
The studv was directed to understand the following mn nonprofit making medical
college:

1. to deternune demographic variables which influence emplovees’ perception about
thewr leaders behaviour.

2. to determine demographic variables which influence the employees” motivation
and job satisfaction.

3. to study relationship between and impact of perceived leader’s behaviour on
employees’ motivation and job satisfaction.

4. to suggest appropriate tactics that should be adopted by leaders for improving

employees” motivation and job satisfaction.
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3.03 Method
Followmg literature survey, [ollowmg vanables were fonmed for the study:
| .Leadership, 2. Motivation and 3 Job Satisfaction. Validated instruments listed below
were used:

¢ [eader Behaviour Description Questionnaire: Form XII (Stodgil, 1963)

* Motivation at Work Scale (Gagne, 2010)

¢ Joh Satisfaction Survey, JSS (Spector, 1994)

Usmg the above, a questionnaire was prepared with parallel translation of
questions in Punjabi to ensure that employees understand the questions adequately
(Appendix 2). Same questionnaire was distributed to all the personnel.

Survey was adminmistrated to all the personnel working (Excluding Class IV
employees) at GGS Medical College, Fandkot. This was followed by analysis of the
collected data using Microsoft excel and SPSS involving statistical techniques like
Pearson correlation, multiple regression and ANOVA as applicable.

While many of the published studies used statistics like means and percentages, in
this study; latest techniques like t-test, ANOVA, correlation and regression anyslsis

were used to find out statistical significance.

3.04 Profile of the selected organisation

Profile of the selected nonprofit healthcare organisation (Guru Gobind
Singh Medical College, Faridkot): A brief overview of the selected is being
explained, comprising of lustory, manpower deployment, manpower recruitment,
systemn of promotion, salary raises, employee wellare, working, control code of
conduct and public liabilities.

This college was setup up in 1973 by a private charitable trust to cater to the
society m tlus region, bemg found to be deficient n medical care facilities. Guru
Gobind Singh Medical College, Faridkot and its attached hospital were taken over by
the Pumjab Govt. from a private trust m 1978 with the dual aim and objective of
providing quality and medical education to the under graduates and post graduates in
different specialties besides providing good and affordable medical care to the public
of the adjoining areas. In vear 2006 the management and control of the college along
with 1ts hospital was handed over to Baba Fand Umversity of Health Sciences,

Faridkot being the Health University of the State of Punjab. Punjab Government
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employees continued to be posted at the GGS Medical College and on promotion to
next level are to be posted out as a mandatory transfer clause. Any additional
manpower requirement for newer vacancies and on account of previous retirements or
transfers on promotions 1s to be recruited by Baba Fand University of Health
Sciences, Fandkot. All the Punjab Government emplovees are being governed by the
services rules and regulations of the Government of Pumab. Emplovees of Umiversity
are beimng governed by the rules and regulation of the umversity on the limes of rules of
Punjab Government. Though an autonomons body, university is under direct control
of the Government of Punjab and has to function as per the approval of the Board of
Management with majority of representatives nominated by the State.

Salary of the employees 15 as per the Govermment ruling from tiume to time and
receive increments from time to time, their pay and promotion is time bound.
Contractual employees, on the other hand, have fixed salaries. Third cadres of
personnel are those providing services through outsourced agency.

College admits 100 students per vear in MBBS course, 51 post graduate
students 1n the various specialities with highest ratio of PG seats versus MBBS seats
m the state of Pumjab. The college has three mam campuses vis-a-vis college
complex, Hospital complex and Residential complex. Institution provides
latest diagnostic techniques in the department of Pathology, Biochemistry and
Microbiology with latest equipments. In last 3-4 years huge investments have been
made m upgrading the infrastructure of the hospital such that the people needing
critical care need not go to other cities for treatment. Today Guru Gobind Smgh
Medical College, Faridkot has the best infrastructure among the medical colleges in

Government sector in Pumab.

Guru Gobind Singh Medical College, Fanidkot 15 nonprofit making nstitution,
providing free treatment/highly subsidized treatment at Punjab Government rates to
patients with over 540 assigned beds and OPD of more than 1300 patients per day and
approximately 90 plus adnussions per day. College and attached hospital has
approxumately 300 plus doctors of vanous specialties, skill level and hierarchy levels
working 24X7 to provide care to the patients. There are approxumnately 100 plus class
three employees forming the administrative machinery of the system (appendix 1).
Like m the other nonprofit orgamsations, Guru Gobind Smgh Medical College,

Fandkot also does not have provision for pay/incentive based extrinsic motivation.
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Institution is being mn largely under control of Principal, Medical Superintendent and
Professor level senior doctors and under supervision of the Baba Fand Umversity of

Health Sciences. Faridkot.

3.05 Sample: As the study was based on the feedback questionnamre method, after
discussion with the leaders m the orgamsation 11 was decided to cover all the
employees of the institution and to exclude class 4 employees as they having lower
levels of literacy may not be able to understand the questionnaire even though
translated in Punjabi and will not be able to provide correct feedback. Thus all the
employees of the stitution except for the class IV employee were covered and were
distributed the questionnaire. List of all the emplovees was received from their
respective offices, which was then compiled according to their location of duty and

departments.

Demographic factors such as gender, marnital status, luerarchy level, job type,

duration of employment were taken mto consideration (Appendix 1).

Table 3.01: Questionnaires distributed and received back
Questionmaires distribuled 796
Mo of questionnaires received 621 (78%)

Table 3.02: Split up of male and female participants

Received %o received
Male 213 34%
Female 408 66%

Table 3.03: Split up of participants according (o their profession

Received % received
Doctors 207 33%
MNurses 243 39%
Paramedicos 99 16%
MWon Medicos 72 1294

Table 3.04: Split up of participants as regular and contractual employees

Received % received
Contractual 180 20%
Regular 441 T1%




3.06 Sources of Data

Both primary and secondary data had been collected to present a
comprehensive analysis of scenario in non-profit making, teaching healthcare
mstitution. Collection of primary data was challenging task, as questionnaire were
admimistered and collected personally.

Primary Sources: Primary data was collected through questionnaire from all
the eligble employees for studving the mnpact of appropnateness of demographic
variables and leader’s behaviour on motivation and job satisfaction levels of the
emplovees mn the selected mstitution.

Secondary Sources: Comprehensive review of the existing literature was
undertaken to know and understand the exiting gaps m lhiterature. Jowrnals, books,
magazines, internet and newspapers were scanned to know the contemporary scenario

and research undertaken 1 the field so far.

3.07 Data Collection Tools

A common questionnaire was prepared for all the eligible emplovees using
validated nstruments published m the hterature. Questionnaire started with
mformation relating to demographic profile of the respondent’s 1.e. gender, type of
employment, job type, hierarchy level, designation, and duration of service. This was
followed by 3 parts 1.e. Part B related to respondents perception about the behaviour
of their leader, Part C related to description about job satisfaction level among the
respondents and Part D related to motivation level of the respondents.
Part A: Part A of the questionnaire consisted of consent from participants and field
pertammg to their demographic details.
Part B: For the purpose of assessment of the perception of the employee’s perception
about their leader’s behaviour: Leader Behaviour Description Questionnaire Form XIT

(LBDQ) developed by Stodgil (1963) was used. Leader Behaviour Description

Questionnaire can be used to describe the behaviour of the leader, or leaders, in any
type of group or orgamisation, provided the followers have had an opportunity to
observe the leader in action as a leader of their group. The reliability of the subscales
was determined by a modified Kuder-Richardson formula. The LBDQ is employed by
followers to describe the behaviour of their leaders or supervisors. This Questionnaire
describes twelve aspects of leader’s behaviour and compnses of 100 items (appendix
2). Description of leader’s behaviour aspects have been detailed at appendix 3a.
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Table 3.05: Items in leader’s behaviour assessment
S.No Behaviour Aspecl

1 Representation

2 Diemand Reconciliation
3 Tolerance of Uncertainty
1 Persuasiveness
5 Imitiation of Structure

6 Tolerance and Freedom
7 Role Assumplion

8 Consideration

9 Production Emphasis
10 Predictive Accuracy

11 Integration

12 Superior Orientalion

Part C: To analyze and depict job satisfaction levels of the study group Job
Satisfaction Survey (JSS) developed by Spector (1994) was used. The Job Satisfaction

Survey 1s a 36 item, nine facet scale to assess employee attitudes about the job and
aspects of the job. The nme facels are as below and thewr description 1s as per
appendix 3b. Items in the Job Satisfaction Survey are written in both directions:
positive and negative. Scores on each of nine facet subscales, based on 4 items in each

range from 4 to 24; while scores for total job satisfaction, based on the sum of all 36

items, ranges from 36 to 216.

Table 3.06: I'acets of job satisfaction
5. No|I'acet

Pay

Promotion
Supervision

Fringe Benefits
Contingent Rewards
Operating Procedures
Coworkers

Mature of Work
Communication

Pl ] ] b =

=] -1 LN | =21

Each item is scored from 1 to 6 as per the response received. High scores on
the scale represent job satisfaction, so the scores on the negatively worded ilems were
reversed before sunuming with the positively worded into facet or total scores. A score
of 6 representing strongest agreement with a negatively worded item 15 considered
equivalent to a score of 1 representing strongest disagreement on a positively worded
item, allowing them to be combined meaningfully. Scoring procedure was done as

follows.



Responses to the positive items were numbered from 1 representing strongest
disagreement to 6 representing strongest agreement with each. The negatively worded
items were reverse scored using Microsoft Excel software by subtracting the original
values for the mtemal items from 7 (if answered). Imputation of scores of missing
items was done to make an adjustment otherwise the score would have been too low,
The mean score per item for the facet was calculaled and was substituted for that
IISSINg 1tems.

Interpreting satisfaction scores with the Job Satisfaction Swrvey: As per
Spector, there are no specific cut scores that determine whether an individual is
satisfied or dissatisfied. In other words, we cannot confidently conclude that there 1s a
particular score that 1s the dividing hne between satisfaction and dissatisfaction.
Given that the JSS uses 6-point agree-disagree response choices, we can assume that
agreement with positively-worded items and disagreement with negatively-worded
items would represent satisfaction, whereas disagreement with positive-worded 1tems,
and agreement with negative-worded items represents dissatisfaction. For the 4-item
subscales, as well as the 36-1tem total score, this means that scores with a mean 1tem
response (after reverse sconng the negatively-worded 1tems) of 4 or more represents
satisfaction, whereas mean responses ol 3 or less represents dissatisfaction. Mean
scores between 3 and 4 are ambivalence. Translated into the summed scores, for the
4-item subscales with a range from 4 to 24, scores of 4 to 12 are dissatisfied, 16 to 24
are satisfied. and between 12 and 16 are ambivalent. For the 36-item total where
possible scores range from 36 to 216, the ranges are 36 to 108 for dissatusfaction, 144

to 216 for satisfaction, and between 108 and 144 for ambivalent.

Part D: To analyze and depict motivational level of the study group_Motivation at

Waork Scale developed by Gagne (2010) was used. The Motivation at Work Scale
(MAWS) was developed 1n accordance with the multidimensional conceptualization
of motivation postulated in self-determination theory. The authors examined the
structure of the MAWS m a group of 1.644 workers mn two different languages,
English and French. Results obtamned from these samples suggested that the structure
of motivation at work across languages is consistently organized into four different
types: intrinsic motivation, identified regulation, introjected regulation, and external
regulation. The MAWS subscales were predictably associated with orgamsational
behaviour constructs. It consisted of 12 statements (3 statements for each factor)
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depicting four factors namely: Intrinsic Motivation, Identified Regulation, Introjected

Regulation, Extrinsic Regulation.

Table 3.07: Motivational factors

S.No | Motivational Statement numbers Tvpe
factor
1 Intrmsic Mobivalion 1-3 Autonomous Molivalion
2 Identified Hegulation 4-
3 Introjected Regulation 7-9 Controlled Motivation
4 Extrinsic Regulation 10-12

The 1tems were scored on a seven-point Likert scale according to the
following response categories. 1 = not at all, 2 = very little, 3 = a little, 4 =
moderately, 5 = strongly, 6 = very strongly and 7 = exactly
Higher scores indicated higher levels of motivation. With respect to the data,
nnputation of mussing values was applhied for nussimg values among the items
pertaining to items in that scale. For imputation, average of value of items in that

scale was substituted using Microsoft Fxcel software.

Reliability and Validity Analysis: Reliability can be defined to the extent to which a
variable is consistent in what it is intended to measure. Several measure of reliability
can ascertam the reliability of the measuring instrument. In the present research the
reliability of Leader’s behaviour, Motivation and Job satisfaction questionnaire scales
was determmned using Cronbach’s Coeflicient alpha as shown i table 3.09 (Appendix

3c).

Table 3.08 Reliability coefficients of questionnaire

I.eader’s Behaviour | Motivation | Job Satisfaction

Number of 1tems 12 4 9

Cronbach’s Aplha (a) 948 910 955

«  Values of 0.70 and above testify strong reliability of the scale

An Alpha value of 0.70 or above was considered to be the cnterion for
demonstrating internal consistency of new scales and established scales respectively.
As the values exceed the minimum requirements, it is hereby demonstrated the factors
Leader’s Behaviour, Motivation and Job Satisfaction are internally consistent.

Validity represents the extent to wliuch a measure correctly represents the

concept of study. Standarised questionnaires were nsed for the purpose of collecting
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data relating to perceived leader’s behaviour, motivation and job satisfaction; validity
testing has already been performed by the respective authors, Stodzil (1963) for
Leader Behaviour Description Questionnaire, Spector (1994) for Job Satisfaction

Survey and Gagne (2010) for Motivation at Work Scale.

Table 3.09: Reliability coefficients of leader’s behaviour questionnaire

S. No |Aspect Current  |Adircraft “orporation  |College S eaators
Study Executives |Presidents Presidents

1 |Representation 801

2 [Demand JBRG| 0.73 0,59 .81
3 |Tolerance 782 (.82 0.79 0.5 .83
4 [Persuasiveness 888 0.54 0.69 0.7 0.72
5 |Initiating 011 0.78 0.77 0.3 0.64
& |Tolerance (8BRS 056 054 0.73 .65
7  |Role V183 0.84) 0.57 075 ]
& |Consideration 920 0.94] 0.78 0.76 0.38
9 |Production 931 0.79 0.71 0.74
10 |Predictive L899 .91 (.84
11 |Integration 050

12 |Superior (BRI 0.81 (.65 0.6

¢ Values of (.70 and above testify strong reliability of the scale

Reliability and validity analysis for perceived leader’s behaviour: There are no
norms for the LBDQ. The questionnaire was designed for use as a research device and
was admumstered by its author to vanety of study group hike commussioned and
noncommissioned officers in an army combat division, the administrative officers in a
state highway patrol headquarters office, the executives in an aircraft engineering
staff, munisters of wvarious denominations of an Oluo Community, leaders in
community development activities throughout the state of Ohio, presidents of
“successful” corporations, presidents of labor unions, presidents of colleges and
umversities, and United States Senators. The reliability of the subscales was
determuned by a modified Kuder-Richardson formula. Each item was cormrelated by
the author with the remainder of the items in its subscale rather than with the subscale
score including the tem. Tlas procedure vielded a conservative estimate of subscale
reliability. The reliability coefficients as per the author are shown in Table 3.10.

In the current study alpha value for individual subscale was obtamned. Table
3.10 shows the Cronbach’s Aplha values. Each item was correlated with the
remainder of the 1tems 1 1ts subscale. Tlus procedure yielded a conservative estunate
of subscale reliability. As the values exceed the minimum requirements (0.70), it is

hereby found that the sub scales of leader’s behaviour are mtemally consistent.
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Job Satisfaction Survey: Internal consistency reliabilities (coefficient alpha), based

on a sample of 2 870 as per the findings of *Spector” for are as per table 3.11.

Table 3.10: Reliability coefficients of job satisfaction questionnaire

Scale Alpha as per findings| Alpha as per the current
of Spector analysis
Pay 15 673
Promotion 73 B25
Supervision 82 736
Fringe Benefits 73 631
Contingent Rewards 76 T03
Operating Procedures 62 322
Coworkers 60 621
Malure of Work T8 626
Commmumication 71 582
Total 91 893

Reliability for Motivation at Work Scale: m the current study alpha value for

individual subscale were obtained as shown in table 3.12.

Table 3.11: Reliability coefficients of motivational factors questionnaire

Subscale Aplha Coefficient as | Alpha as per
per (Gagne Current shudy
Intrinsic Motivation B9 553
Identified Regulation B3 831
Tntrojected Regulation 75 B30
Extrinsic Regulation 69 A82
3.08 Hypothesis

To test the validity and applicability of the given objectives and to gain mnsight into
the banks mvolved i the study, followmg hypothesis have been developed. A set of
hypothesis has been generated to evaluate the impact of demographic variables and
leader’s behaviour on Motivation and Job Satisfaction. These hyvpotheses are tested by
application of approprate statistical tools to denve meanmgful and relevant

recommendations.

Hyl: There is no significant difference in perceived leader’s behaviour between male
and female emplovees.
Hp2: There is no significant difference m perceived leader’s belaviour between

reguilar and contractual emplovees.



Hy3: There is no significant difference m perceived leader’s belaviour between

doctors, nurses, paramedics and non-medical emplovees.

Ip4: There is no significant difference in motivation levels of male and female
emplovees.
Hg5: There is no significant difference in mativation levels of regular and contractual
emplovees.
Hy6: There is no significant difference in motivation levels between doctors, nurses,

paramedics and non-medical employees.

Iy7: There is no significant difference in job satisfaction berween male and female
employees.

Hy8: There is no significant difference in job satisfaction between regular and
contractual emplovees.

Hy9: There is no significant difference in job satisfaction between doctors, nurses,

paramedics and non-medical emplovees.

Gander Variation Fariation in . Fariation in
regularicontractual | professional group of
emplovee employees
Perceived Leader's Hyl Hy2 I,3
behaviour
Mortivarion Had a5 aty
Job satisfaction Hy? Ha8 FEryy

Hyl0: Perceived leader’s behaviour has no significant relationship with motivational
levels of employees.
Il1l: There is no significant correlation between perceived leader’s behaviour on

the motivational levels of doctors, non-medicos, nurses and paramedies.

| Dependent Variable | All the emplovees ' Emplovee in professional group
‘ Muotivation HylQ Hyll
| Job Satisfaction Hpl?2 fal3

Hyl2: Perceived leader’s behaviour has no significant relationship with job
sarisfaction.
I13: There is no significant correlation between perceived leader’s behaviour on

job satisfaction for doctors. non-medicos, nurses and paramedics.
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3.09 Pilot Survey

The mam objective of the study was to capture the mmpact of perceived
leader’s behaviour on job satisfaction and motivation. Therefore, the qualitative stage
preceded the survey to identify the dimensions to be mcluded in the questionnaire.
The Present study makes an attempt to reformat the measurement instrument in
relation to the study undertaken. A pilot survey of 20 respondents was done at
random. The responses were carefully reviewed and subsequent reformatting of the

questionnaire was done accordingly.

3.10 Procedure

List of employees working with the college was obtained from the dealing
heads in Jan 2015. List was then complied based on the location of duty and
department of each stafl member. All these employees were covered and any new
joinees were not covered. Questionnaire compiled was distributed to all the above
eligible employees in small groups or in individual settings depending on the
seniority/ working of the department / convenience of the emplovees. Each
departmental head (HOD) was approached mdividually and was bnefed about the
study. Following this their permission was sought to the get the questionnaire filled
from their teams with consent that feedback received shall not be shared with the
HOD’s. Feedback forms were preferably distnbuted to employees of the departinent
preferably m front of ther HOD, mformng them the feedback filled shall not be
shared with their HODs and that their HOD had consented for the same.

3.11 Analysis of Data

To arrive at the pertinent analysis, the collected data was put into Microsoft excel
sheet, where responses from questionnaire were entered. Subsequently scores were
assigned as descnibed along with data collection tools mcluding for reversely scored
items. Following this sub scale scores were calculated and required imputation was
done. This was followed by the processed data being transferred to Statistical package
SPSS. The tools, which were emploved to test the drafted hvpothesis for analysis
meluded: Factor analysis, Descriptive analvsis, inferential analysis, Analysis of
Varnance, Multuple companson, Co-relations, Regression analysis  and

multicollinerity.
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Descriptive Amalysis: Measures for Central tendency such as Means and
Standard Deviation along with bar graphs, Histograms and descriptive statistics
were used to present a clear picture of the findings on various parameters and
scrutinize the nature and distribution of scores on various vanables.

Inferential analysis: Independent t-test and ANOVA Analysis: The Analvsis of
Varance (ANOVA) was camied out to detennine whether signilicant differences
existed between the demographic vanable, perceived leader’s behaviour,
motivation and job satisfaction.

Correlation Analysis: In order to comprehend and figure out the relationship
among the factors of perceived leader’s behaviour, motivation and job
satisfaction, the Pearson’s coeflicient of correlation was computed.

Multiple Regression Analysis: A stepwise Multiple Regression Analysis was
also done to determune the relative contribution of the independent variables of
perceived leader’s behaviour on the dependent varables 1.e. motivation and job
satisfaction. This was done to identify the predictive relationship between these
variables.

Multicollinearity: Multicollineanty 1s the problem of mter — cormrelation among
mdependent vanables. Tlis problem 15 encountered i Multiple Regression
analysis and has an effect on results to some extent. Hence, Multicollinearity was

detected by caleulating Varance Inflation Factor (VIF) and Tolerance Value

(TV).
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Chapter 4
DATA ANALYSIS-I
4.1 Variation in perceived leader’s Behaviour
4.2  Vanation in Motivation

4.3 Vanaton m Job Sausfacton

4.1 Variation in perceived leader’s behaviour.

“Leadership is mterpersonal influence, exercised in a situation, and directed, through the
communication process, toward the attainment of a specified goal or goals”
(Tannenbaum, et al). To be an ellective leader, 1t 15 necessary to mfluence others to
support and implement decisions that the leader and group members perceive are
necessary. Without influence, leadership does not occur. In other words, leadership is the
acl of mfluencing outcomes. Influence can be with people. things or events. Strength and
elfectiveness of mfluence can vary.

In this chapter percerved leader’s behaviour aspects are studied i detaill as
described by the subordinates understudy. Twelve aspects of leader’s behaviour m
context of the teachimg non-profit public sector organizations have been analyzed. Further
analysis has been done with respect to demographic factors of the subordinates. T-test
application and analysis of Variance ANOVA of demographic factors 1s performed for
testing the significance of the difference among the sample means. Finally pair wise
multiple comparisons was performed to analyze the perception of emplovees of various

categories regarding various perceived leader’s behaviour aspects.

4.1.1 Prevalent leader’s behaviour as perceived by employees.

A part of first objective was to study to observe the variation among different
aspects of leader’s behaviour. Different aspects of leader’s behaviour were assigned
unequal maximum scores, so while smdying it was analysed from the mean score as
percentage of max score (Lable 4.1).

While observing 1t was found that ‘mtegration” behaviour was rated highest
(84.91%). Tlus was followed by production emphasis (83.15), representation (82.73%),

Imitiation and structure  (81.09%), predictive accuracy (81.30%), persuasiveness
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(80.92%). supenior onentation (80.38%), demand reconciliation (80.13%). tolerance and

freedom (77.97%), consideration (77.8%), role assumption (73.05%) and Tolerance of

uncertainty (67.87%) in same order with tolerance of uncertainty rated the lowest.

Table 4.01: Mean values of different aspects of perceived leader's behaviour
(Arranged i order by maximmum score on the top)

Overall
Mean Sid. Max %o of max
Deviation | Score SCore
Integration 21227 4.5506 25 84.91%
Production Emphasis 41.576 6.7561 50 83.15%
Representation 20.683 4.1079 25 82.73%
Initiation and Structure 40845 6.1612 50 21.69%
Predictive Accuracy 20.324 38094 25 821.30%
Persuasiveness 40.461 6.0078 50 20.92%
Superior Orientation 40188 6.1794 30 20.38%
Demand Reconciliation 20032 4.4763 25 80.13%
Tolerance and Freedom 38.986 7.3481 50 TT.97%
Consideration IB.E99 T.ET59 S0 TT.80%
Role Assumption 36.527 5.8471 50 73.05%
Tolerance of Uncertainty 33.936 6.2304 50 67.87%
Where in
1. Representation: speaks and acts as the representative of the group.
2. Demand Reconciliation: reconciles conflicting demands and reduces disorder to
system.
3. Tolerance ol Uncertamnty: 1s able to tolerate uncertamnty and postponement without
anxiety or upset.
4. Persuasiveness: uses persuasion and arpument effectively; exlubits  strong
convictions.
5. Imtiation of Structure: clearly defines own role, and lets followers know what 1s
expected.
6. Tolerance and Freedom: allows followers scope for nntiative, decision and action.
7. Role Assumption: actively exercises the leadership role rather that surrendering
leadership to others.
8. Consideration: regards the comfort, well being, status, and contributions of followers.
9. Production Emphasis: applies pressure for productive output.

10. Predictive Accuracy: exlubits foresight and ability to predict outcome accurately.

I 1. Integration: maintains a closely knit organization; resolves intermember conflicts
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12. Supenior Onentation: mamtamms cordial relations with supenors; has mfluence with

them: is striving for higher status.

4.1.2 Comparinzg means of perceived leader’s behaviour between male and female
employees.

To test the significance of the difference among the sample means; independent t-test was
applied (as shown in appendix 4a). Using T-test the significance of the difference
between male and female emplovees on perceived leader’s behaviour was tested. The

hypothesis developed for this purpose was as follows:

Null Hypothesis:

Hol: X ate = X fomale

Hyl: Accepted, when probability is = 0.05

That is there is no significant difference in perceived leader’s behaviour between male

and female employees .

Alternate hypothesis

Hil: Xomate Z X femate

H, I: Accepted, when probability is < 0.05

That is there is significant difference in perceived leader’s behaviour between male and

female employees .

Where X nate. Xgmale are means of percerved leader’s behaviors for male and female

employees (with each of the perceived leader’s behaviour aspect tested separately).

The results of the t-test analysed through SPSS have been explained below:

For perceived leader’s behaviour aspect ‘representation’, since the probability 0.206 =
0.05 therefore at 5% level of significance null hypothesis 1s accepted. It can be mferred
that there 15 no sigmficant difference m employees (male and female) perception

regarding their leader’s representation behaviour.
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Table 4.02: Comparing means (t-test) of perceived leader’s behaviour between male
and female emplovees

Gender Levene's Test for t-test for Equality of Means
Equality of
Variances
F Sig. i df Sig. (2-
tatled)
Representation | Equal variances assumed 1.689 A94 [ -1.265 619 206
Equal variances not assumed -1.242 | 408789 215
Demand Equal variances assumed 1350 699 -.042 619 927
Reconciliation Equal variances not assumed 002 436.261 927
Tolerance of Equal variances assumed 2.027 155 267 619 T80
Uncertainty Equal variances nol assumed 277 472991 .TB2
Persuasiveness | Equal variances assumed 501 A42 ] 1435 619 152
Equal variances not assumed 1.420 | 417.776 156
Tnitiation of Equal variances assumed 073 TB7 218 619 B27
Struchure Equal variances not assumed 219 [ 432.655 827
Tolerance of Equal variances assumed 039 B4 gL 619 9335
Freedom Equal variances not assumed B0 [ 414576 36
Role Equal variances assumed 006 342 - 19 619 540
Assumption Equal variances not assumed - 192 441.377 S48
Consideration FErual variances assumaed 462 497 -.841 619 A1
Equal variances not assumed -.351 443,515 J05
Production Equal variances assumed 236 627 A28 619 978
Euphasis Equal variances not assumed 027 425014 978
Predictive Equal variances assumed 271 603 ARY 6149 625
Accuracy Equal variances not assumed A3 | 415884 629
Integration Equal variances assumed 750 387 142 619 BET
Equal variances not assumed 44 | 448555 886
Superior Equal variances assumed 797 272 -521 G619 02
Orientation Equal variances not assumed -498 | 378.982 619

For perceived leader’s behaviour aspect ‘demand reconciliation’ since the probability
0.927 = 0.05 therefore at 5% level of significance null hyvpothesis 1s accepted. It can be
mferred that there 1s no sigmificant difference m emplovees (male and female) perception

regarding their leader’s demand reconciliation behaviour.

For perceived leader’s behaviour aspect “tolerance of uncertamnty’ smce the probability
0.789 > 0.05 therefore at 5% level of significance null hypothesi