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Industry n Malaysia 

 

By 

Jasmeet Kaur A/P Ranjit Singh 

 

February 2022 

 

The aim of this study was to determine the impact of various types of leadership style on employee 

performance. This study was conducted using a quantitative research strategy. Employees from 

the F&B services sector were surveyed in various locations throughout Malaysia. Respondents 

from different forms of businesses and segments of the food and beverage industry were selected 

in the data collection procedure. A questionnaire was used to collect data, and a Likert scale from 

1 to 5 was used to evaluate for visual, content, and construct validity, as well as construct 

reliability. The non-probability convenient sampling approach was used to select a sample size of 

411 respondents. Using SPSS, regression analysis was used to analyse the data. The correlation 

analyses revealed that autocratic leadership has a negative and insignificant impact on employee 

performance in the food and beverage industry, but laissez-faire, democratic, transactional and 

transformational, ethical, and 21st century leadership styles have a positive and significant 

impact. Further, the multiple regression analysis presented that transactional leadership, 21st 

century leadership, laissez-faire leadership and democratic leadership are key predictors of 

employee performance respectively. This research suggests that certain leadership styles can be 

used by superiors at different levels of management to stimulate and boost employee 

performance. Hence, this study contributes to the understanding and application of leadership 

styles in the Malaysian food and beverage industry. 
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CHAPTER 1  

INTRODUCTION 

1.1 Background of the study    

Food and Beverages(F&B) industry namely consists of restaurants, cafeterias, cafés, fast-food 

joints, pubs, delis, food manufacturing operations, catering companies, food transportation 

services, and other enterprises make up the food and beverage industry (Sadiku, Musa, J, & 

Ashaolu, 2019). In order to run any industry a leader is needed.  From Mandela, Mahatma Ghandi, 

Adolph Hitler, Winston Churchill, and to Steve Jobs were all distinct leaders at different times and 

in different parts of the world. They all had different leadership styles, but one thing they all had 

in common was the ability to bring out the best in people (Ozlem Altun, 2017). As we know that 

in every organization, employee performance is a major concern.  Hence the purpose of this 

research is to investigate the impact of leadership on employee performance on F&B industry in 

Malaysia.  

 

The flow of organization in today's culture is dependent on successful leadership in various areas, 

including organisational development, community survival, work function, and effective 

performance (Roussel, 2017). Researchers have found that the leadership style used by 

managers in the workplace is critical in achieving organisational goals and creating a high-

performance working culture .The effectiveness of a leadership style impact employee 

performances in an organization (Lor & Hassan, 2017).   

 

According to the Malaysian Statistics Department's data, the food and beverage industry grew by 

double digits of 11.2 percent in 2021 compared to 2010 (Statics, 2021 ). This research can be 

used as a benchmark for examining the impact of F&B leadership on employee performance as 

the industry grows larger and companies are facing several challenges due to COVID-19. The 

current challenges faced in F&B industry due to pandemics are namely in terms of operation, 

security, training, disaster management and responses, alertness, recreating business models, 

digitalization like providing services on online platform and also in facing the advancement of 

technology in business, and many other unforeseen impacts as well (Memon, Pawase, & Soomro, 

2021 ).  
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Hence, due to the new adaptation of business in this pandemic where there is   rise of home–

office practices, home delivery food services, and the severe reduction of dining out in restaurants 

and bars makes every F&B organization to focus on the need of having a good management but 

it is even better if there is a good and right leader to guide the employees on this.  

 

In this research, there are several leadership theories used in examining and understanding the 

leadership style which may impact employee performance. Different types of leaderships are 

associated with different understanding of leadership traits, qualities, approaches to be adopted 

by leaders for organizational management especially in this 21st century requirement. This is 

because, leadership is not a "one-size-fits-all" situation; leaders must frequently change their style 

to match a situation or a certain group, which is why a thorough understanding of different 

leadership styles is beneficial. After all, the more techniques a manager is familiar with, the more 

effective he or she will be (Roussel, 2017). 

 

Every main point of the title is correlated to the sub-main points which gives a better understanding 

of how leadership influences employee performances in F&B industry. More than 85 articles have 

been used in this research paper which has been cited accordingly and added to the references 

part of this research paper. 
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1.2 Problem Statement  

The food and beverage sector are one of the oldest and most innovative industries on the planet. 

As the world’s population grows, so does the demand for food and drink. But that’s not all, the 

industry faces challenges and issues from distributing and producing in wide range of retails 

outlets, from grocery stores to even restaurants intuition and even on especial events which 

involved guest.  

 

 

Some of the challenges faced by the industry is from the aspect of having unethical business 

practise, where some of the staffs faced a variety of forms of abuse and violence   that have raised 

in the past (Woods, et al., 2013). Studies shows that many of the employees in the F&B industry 

are working under toxic leadership where most of the employees in F&B industry are often  

required to work after hours, adjusting the time clocks in such a way that it always favored 

management,  questioning work hours, locking everyone out at a certain time and then forcing 

them to work overtime, making delivery people pay out of their tips for kitchen errors, changing 

schedules in the middle of the week to make it difficult for employees to keep track of their own 

time, employing minors and paying them off the books, and female employees being forced to 

have sex with the manager (Woods, et al., 2013). In the Malaysian F&B industry, the business 

owner tend to ignores the information on the "Halal" certification that they must submit in order to 

operate the F&B business. Not only that, but some business owners are untrustworthy in the 

sense that even if they have completed the halal certification process, they tend to put off paying 

the certification price. Finally, some leaders,  complained that they were unaware of the email or 

e-Halal information system notification that was given to them at any point of the Halal certification 

application process (Asnidar Hanim Yusuf, 2015). 

 

Having toxic  leadership in the F&B industry causes the followers, subordinates, and employee 

job outcomes to be  all negatively impacted by these leadership paradigms (Akca, 2017).Due to 

this in long run it aspires employees to leave the job which resulting in  high turnover and intention 

to leave the organization (Akca, 2017). It can be tough to match customer expectations when 

employees are continuously coming and going as finding, hiring, and training new personnel can 

also be costly (Erica, 2019).This resulted in low employee morale due to a high turnover rate. This 

could be the result of overworked personnel who have been given higher duties and 

responsibilities as a result of a lack of a skilled or engaged workforce. New hires are not exempt. 

They, too, may be experiencing poor morale as they try to grasp new job responsibilities and 
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processes (Markovich, 2019). As a result, a disturbance in daily operations owing to an overall 

low number of employees or inexperienced staff without sufficient training might result in poorer 

productivity and sub-par quality of work (Markovich, 2019).Not only that , in Malaysia, there are 

numerous well-known food chains. For example Papparich has over 125 locations locally, making 

it one of the most successful casual dining restaurants serving Malaysian cuisine. The Malaysian 

F&B industry is confronted with the difficulty of catering to customers' preferences while controlling 

excessive capital expenditure . This is due to a lack of management skills in the industry, which 

necessitates frequent price reviews and perfecting the food formula to ensure the business's long-

term sustainability (https://www.crowe.com/my/industries/food-and-beverage). 

 

 

Every F&B firm is under competition from both domestic and international food enterprises in 

delivering the same or similar items to a specific market. Each corporation has its own strategy 

for competing for market share. There are many approaches used to assure the highest possible 

quality of its products and services as such, technological advancement and management system 

e.g.  HACCP is widely used in these tactics and also, ISO standards in assuring food safety and 

quality in F&B industry (Pun, Wilcock, & Aung, 2007). However, research shows that, employee 

training on meeting the ISO standards and  other new method of operating the business was 

regarded as the most difficult aspect of the ISO standards' & technological advancement 

implementation use in F&B business operation. This is due to employee’s difficulty to adapt to the 

changes, which they blamed to an increase in paperwork and a reduction in flexibility (Pun, 

Wilcock, & Aung, 2007). Not only that, but employees' inconsistency in adhering to the standards 

resulted in problems with inter-departmental communication and locating an approved laboratory 

to calibrate equipment. Furthermore, large expenses such as engaging a consultant in connected 

with the adoption of the ISO and technological standard in the F&B business to achieve quality 

assurance requirements. Other major cost has also been identified spend in F&B industry due to 

the testing of new procedure which F&B industry required to spend and this indirectly result more 

time & training required as due to employee’s difficulties in adapting to new procedure and method 

of conducting the business at F&B industry. As a result, this affected employee performance by 

lowering job satisfaction due to new method and procedure that employees required to meet and 

unnecessary requirement (Pun, Wilcock, & Aung, 2007).  
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Having government facilities and assistance, mainly for firms in the food and beverage industry, 

have resulted in a major increase in the number of Malaysian businesses in the F&B industry in 

recent decades. The government has launched a variety of measures to stimulate the creation of 

new F&B businesses, including the Emergency Fund, Young Entrepreneur, Soft Loan, 

Bumiputera Enterprise, and many other facilities (Othman, 2019). In fact, the F&B industry's 

businesses do not have major issues with the government's and financial institutions' support; 

rather, they lack awareness of how to obtain funds and where to use them, which is linked to the 

lack of knowledge and intellectual capital among leaders and employees in the F&B industry. As 

a result, this has an impact on the industry's development. Consequently, growth is impossible 

without the right workers in terms of business dimensions, particularly being innovation, risk-

taking, and competitive aggressiveness of employees working in F&B industry. Knowledge is at 

the heart of these business factors, as it may be impossible to develop a competitive strategy 

without proper market knowledge. As a result, having intellectual capital expertise is equally 

crucial to maintaining the performance of the business in the F&B industry in order to increase 

the national economy and GDP level. The employee’s capital knowledge, such as human 

resources, tacit knowledge, know-how, and intangible assets (such as intellectual property, 

copyright, and trademarks), are vital to the firm's continuous growth and competitiveness j 

ensuring the employees. Many employees in F&B industry are unable to perform due to the fact 

that they lack the expertise and knowhow of individual employees providing solutions to 

customers (Othman, 2019). Hence having the right Leaders in the food and beverage business 

is a must in order to invest in the future. Improving employees’ performance in F&B industry by 

emphasizing the development of holistic intellectual capital, such as investing in employees' 

expertise and leveraging and managing the unique information that each individual possesses, 

will provide a competitive advantage for the organization. It also allows the company to compete 

against its competitors in the market economy, which could be a problem if knowledge 

management isn't well managed (Othman, 2019). 

 

 

Apart from that other major problem in F&B industry which affect the employee performances is 

due low satisfaction with their salary, career growth, training and development and performance 

appraisal in their organization which leads to unfair promotion or no promotion at all (Chukwu, 

2019). With fewer opportunities for advancement, employees are less motivated to perform better. 

As it does not provide any prospects for employee’s optimism and faith in their careers at work. 

Hence employees are not motivated to strive for greater work performance in the majority of the 
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F&B industry. This usually leads to lower production, quality, and financial aspects of a company 

in the food and beverage business due to unmotivated employees. (AlBattat, 2013). 

 

 

It is critical to have to have right leadership in ensuring to staff effectiveness in the food and 

beverage industry. This is because the employees are motivated to complete the task with the 

help of the leaders (Bhatti, 2020). It is the responsibility of the organization's leaders to ensure 

that actions are directed toward assisting employees in developing their knowledge, skills, and 

experiences in order to ensure employees perform in long and short run. Through proper 

leadership it helps employees to be emotionally connect with a business in a favorable way with 

a sense of feel of ownership and this makes employees more inclined to stay with organization, 

generating/performing better work in less time and lowering turnover costs (Roussel, 2017). 

 

 

The issue of high employee turnover has been identified as a major industrial problem that 

requires action as employees are the most important and necessary asset for the industry's 

sustainability. A high rate of employee’s turnover indicates a major flaw in the organization's ability 

to achieve its goals. When firms lose talented employees, their productivity and operating costs 

suffer (Aina Mawaddah Adnan, 2018).Hence , Leadership is a determinant of employee retention 

because it influences the level of job satisfaction in F&B Industry. Past studies suggest that, 

employees leave jobs due to their bosses, which indicates that leader’s role and their leadership 

styles are essential in employee retention in F&B industry (Jaroensuk, 2021).  

 

 

As a result, it is important to investigate the impact of leadership on employee’s performances in 

F&B industry. Leadership plays an important role in ensuring employees satisfied with their job. 

This is because, having a right leader  with right leadership styles which is willing to guiding a 

group toward the fulfilment of a vision or set of goals can contribute to job satisfaction by ensuring 

adequate and understandable task communication and teaching (Bourne, 2021).The right leaders 

helps  can avoid employees to feel  neglected   , dissatisfied or burned out due to factors like 

rewards and acknowledgement, benefits and pay, conditions of employment, advancement of  

career, organizational culture and security as matter of leadership in organization. 
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Modern leaders now have the challenging task of guiding their employees through a complex and 

continually shifting global economic landscape. The impact of these strategic forces are felt not 

only at a country level, but filtered down to industries, markets, segments and individual products 

and brands (Roll, 2019 ). With all the dynamic evolution in F&B markets, where customer demand 

for and consumption of goods and services, innovation at all levels. Whereby, by having proper 

leadership will helps the industry to meet the expectation as having an efficient leadership will 

helps in focusing on the needs of consumers with high and varied expectations.  (Jennifer van de 

Ligt, 2019).  The leadership style which recognizes and fulfils a consumer need while also allowing 

for a high degree of employee flexibility (Bedrule-Grigoruta, 2012). Due to this factor, 21st century 

leadership helps, leaders to be well-equipped with social media resources in carrying out their 

recruitment and selection procedures, train and develop their employees and subordinates by 

conducting learning programs through online platforms networks (Khanijou, 2017). Furthermore, 

through twenty-first-century leadership, leaders can to have incentive packages that can drive 

twenty-first-century employees to perform effectively and positively contribute to the firm. Leaders 

in the twenty-first century are encouraged to use technological platforms to disseminate 

information, such as social media, to assist firms in quickly and cost-effectively sharing knowledge 

among employees as it aids in the translation of the vision into measurable outcomes that 

empowered teams may pursue. (Lurie, 2019). This will help employees in F&B industry to learn 

and to think more strategically and deepen their ability to work with other organisations and teams 

as a result of 21st-century leaders who have the capability of couching employees. (Lurie, 2019).  

 

 

It is said that, “Ethical leadership” is one of the sub-branches of the ethical behaviors (Hamid 

Reza Rezaei Kelidbari, 2016). This type of leadership has been defined from the standpoint of 

social learning, as leadership that is founded on normative standards and ideals that can be 

expressed by conducts, deeds, decision-making, and ethical and unethical behaviours (Hamid 

Reza Rezaei Kelidbari, 2016).Due to high turnover in F&B industry (Resendes, 2020),  leaders 

are required to create positive perception image /through Salary, bonus, social security, promotion 

and working conditions which acts as some of the motivational factors for employees (Yumuk, 

2019). Leaders play a significant role in dispensing justice depending on their statutory authority 

and power to take decision in the organization. Leaders have the opportunity to create a 

workplace environment that employees can perceive fairness about decisions made in the 

organization. However, there are still gaps in the literature, with researchers not paying enough 

attention to the relationship between ethical leadership and employee task performance with may 
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leads to better result.  (Wei, 2017). Ethical leaders are truthful, moral people who make sound 

decisions. To achieve compliance, they convey ethical expectations, establish explicit ethical 

standards, and apply rewards and punishments. Ethical leaders foster an environment in which 

employees are challenged to grow and build capabilities that enable them to achieve their 

objectives, while also ensuring that employee competence aligns with moral ideals. However, 

there are still gaps in the literature, with researchers not paying enough attention to study the 

relationship between ethical leadership and employee task performance which may leads to 

better result (Wei, 2017) in F&B industry. 

 

 

 

Although various studies have been undertaken in recent years to investigate the impact of 

leadership on employee performance, the majority of them have focused on private organisations, 

the healthcare business, and the hospitality industry (Khoza, Chetty, & Karodia, 2016) (Lor & 

Hassan, 2017) (Chua, Basit, & Hassan, 2018) (Altun, Cizreliogullari, & Babayiğit, 2017). There is 

only a small research-based food and beverage business. As a result, there are gaps in the 

research needed to evaluate the impact of leadership on employee performance in the F&B 

industry. Table 1 below highlights issues identified in several past studies.  

 

Figure 1: Issues in Food & Beverages Industry 

Challenges in F&B industry Issues Faced in F&B 

Industry 

Implications 

Leaders in the F&B industry 

have more toxic dark side 

leadership management, 

which appears to be a perfect 

fit for this large-scale case of 

worker abuse. 

Employees are often abused, 

being underpaid, forced to 

work off the clock, questioning 

hours worked 

Employees do not feel ease 

or secure in disclosing 

evidence concerning their 

superiors' unethical actions. 

 

 

There is no standardization 

for F&B industry in term of 

cost, technology, quality & 

services. 

 

Every F&B establishment 

provides a diverse range of 

services for its guest and 

consumers.  

 

Guests and consumers 

evaluate services to 

determine whether it was 

excellent value for money, 

and if the service links is 
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weak, they leave bad 

remarks.  

 

 

There is less knowledgeable 

employees in F&B industry   

They do not know how to 

make decision on the risk 

taking, being innovative, or 

how to use the funds given to 

expand their business. 

Employees in F&B industry 

are not able to composite 

score, the respondent rating 

for each statement associated 

to protecting patents and 

trademarks, not able to   

deliver a better products and 

services to high-value 

customers, increased 

company profit and built more 

efficient and highly motivated 

team works. 

 

In the food and beverage 

industry, there is less 

promotion and pay raises. 

Low levels of commitment to 

the company. 

 

In the food and beverage 

industry, there is a lack of 

effective and systematic 

promotion policies. 

 

Employees have no source of 

intrinsic advantages or job 

pleasure. 

Employees to do not strive 

for excellences.  

 

Source :  Journal of Food Service Business Research; Unethical Business Practices in the Food Service 
Industry, 2013;UTMS Journal of Economics, Impact of Technological Development on Business Efficiency 
in the Food and Beverage Department(2015);International Journal of Civil Engineering and Technology 
(IJCIET), Examining the Effects of Intellectual Capital on The Performance of Malaysian Food and 
Beverage Small and Medium-Sized Enterprises(2019);Journal of Tourism and Hospitality, Human 
Resource Management Practices on Food and Beverage Performance a Conceptual Framework for the 
Jordan Hotel (2013) 
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1.3 Research Objectives  

This study aims to analyse on the impact of leadership on employee performance in F&B 

industry in Malaysia. As leaders are capable of making a difference in an organisation where it 

may run successfully or falling of the organization. Thus, this study aims to: 

 

a) assess the impact of Lewin’s leadership styles (autocratic, democratic and laissez-faire) 

on employee performance; 

b) examine the effect of transformational and transactional leadership on employee 

performance; 

c) determine the impact of ethical leadership on employee performance;  

d) analyse the effect of 21st century leadership on employee performance.  

 

1.4 Research Questions              

 

Through this research, the following research questions are answered and addressed:  

a) To what extent has each leadership style or type affected employee performance in the 

Malaysian F&B industry?  

b) Which are the most significant leadership styles or types influencing F&B industry’s 

employee performance?  

 

1.5 Significance of the Study 

 

This study aims in providing valuable information and better understanding on the impact of 

leadership on employee performance in F&B industry. As we are aware that with the heavy 

demand on businesses nowadays, as well as long work hours, stress, employee disengagement, 

job discontent, and significant staff turnover in most firms, it is crucial to has effective leadership. 

Top management in firms are required to identify difficulties and devise solutions to satisfy, retain, 

and motivate staff to put forth extra effort in order to maintain growth and attain organizational 

greater objectives. To put it another way, it requires leadership that enables employees to perform 

to accomplish organisational goals quickly and effectively (Vidoni, 2020). 

 

From this research, leaders will be able to know and understand their roles to act as problem 

solvers in order for the well-functioning organization to grow by them being able to lead, 
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encourage employee participation and in building relationships. There are a few types of 

leadership theory used in this research that could help readers in identifying how leaders are 

different and how they should carry their responsibilities based on some of the skills, traits, strong 

ethics, and high moral values which affect employee performances directly and indirectly.  

 

 

This research will help organization  to understand how the leaders and managers need to adapt 

to the changes and meet the challenges by being able to influence employees to be cooperative, 

better work attitude and motivate them for better work performances by having strong teamwork 

especially in the need of 21st century.  

 

This research will provide a better understanding of leadership needs in maximizing employee’s 

efficiency by providing a development path for employees to grow within the organization by 

building some relevant strategies in accordance of the changing dynamic environment in 

sustaining the competitive advantage of an organization. 

 

Apart from that through this research it may give readers ,  a better viewpoint on term on of the 

management of the company for F&B industry in Malaysia.  Leaders in this F&B industry needs 

to become effective leaders by directing and to be able to influence the employees in realization 

of the organization objectives (Cakir & Adiguzel, 2020). By having strong leadership in 

organization, the objectives can be carried out in accordance with a vision and mission. 

Simultaneously, the level of satisfaction in communication between employees and managers is 

critical for both attaining the goals and ensuring the parties' pleasure through leadership  

(Abraham, 2020).  

 

Through this research readers will discover and understand that the leadership style can also   

impacted due to organizational characteristics such as the nature of work, organisational ideals, 

and national culture often impact leadership styles. If the organizational values are not known by 

all members of the organisation, especially the leaders, there will be lack of clearly defined 

mission. To summarise, leadership is not a fashion or a charismatic trait. Essentially, leadership 

is it is a question of performing in both long and short run (Meraku, 2017). 

 

This research will also assist different persons who find themselves in a leadership job in 

identifying the best and most appropriate kind of leadership to use in situations when increased 
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productivity and quality of work are most crucial. Future researchers, academics, and students 

interested in better understanding the impact and consequences of various styles of leadership 

on employee performance would benefit from this study and its conclusions as well. 

 

 

 

1.6 Definition of Terms 

The definitions which are proposed and adopted by different scholars and researchers are usually 

different. This section introduces the study's viewpoint and scope by defining each of the 

leadership & other key terms used in this study.  

 

Definition of Leadership.  

Leadership is defined as a - “a social process of influence toward the achievement of a common 

objective... to establish direction, alignment, and commitment" (Sari Huikko-Tarvainen, 2020). In 

last few years, Leadership has emerged as a new effective technique for managing employees 

and the business. Human resource management has gradually supplanted the conventional 

paradigm of personnel administration. This emphasises the strategic integration of leadership 

styles into effective management and of employee performance (N1, S2, & N1, 2015).Leadership 

influences direct and indirect on the employee’s performance in an organization (Wen T. B., 

2019). Hence it is important for leaders and managers to understand that the efficacy and 

influence of various leadership styles on employee performance (Wen T. B., 2019). 

 

Despite there are many research and definition on the leadership subject till dated it is defined 

that the concept and definition of leadership is a human theory which is continually being 

investigated, and it is constantly evolving a leadership trait (Saleh & Mohammed Nusari, 2018). 

Leadership can be found in a variety of settings, including business, politics, government, and 

non-profits organization (Dalglish, 2018).The function of the firm leader is more important than 

any form of training programme, whether mandatory or not. Employees are often in agreement 

with the values that their bosses promote (Rahman, 2019). Employees also tend to follow the 

standards set by their bosses (Rahman, 2019). 
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Leadership style as define by Schermerhorn, Davidson, Poole, Simon, Woods, and Chau (2011)  

is known as a repeating pattern of behaviours displayed by a leader (Khoza, Chetty, & Karodia, 

2016) in which leaders directs, implements, and motivates others, and their approach to each of 

these duties is unique (Khoza, Chetty, & Karodia, 2016). When leaders connect with their 

subordinates, they use a collection of characteristics, attributes, and behaviours known as 

"leadership style” (Khajeh, 2018). Scholars agree that a leader's style has a major positive impact 

on employee productivity. Leadership styles, in particular, have a favourable and significant 

employee with organisational commitment (Asaari, 2018). A leader's leadership style refers to the 

traits he or she uses to direct, motivate, guide, and manage groups of people. Great leaders can 

inspire political movements and social transformation. Others can be inspired to create, invent, 

and perform as well. Scholars believe that a leader's leadership style has a significant positive 

effect on workforce performance. (Noorliza Karia, 2018).  

 

Transformational & Transactional Leadership Style. 

Transformational and Transactional leadership the most well-known leadership theories which 

was established by Burns as his major work in 1978, and Bass expanded it in 1985 (Umme Salma 

Sultana, 2015). According to Bass, transformational and transactional leadership are not the 

same thing. According to the general definition of transformational leadership, transformational 

leaders aid in the transformation of employees from average to exceptional performers (Hoxha, 

2019).  

Transformational leaders inspire employees to produce extraordinary work by displaying 

charisma and a shared vision with their followers. Transformational leadership is linked to more 

positive results than any other leadership style, according to meta-analyses, and it also predicts 

greater contextual performance, describing follower performance beyond what is defined just by 

work requirements (Lai, 2011). 

 

Transactional leadership is characterised by a "give and take" working relationship in which the 

relationship between the leader and the follower is built through an exchange, such as a rewards 

system for achieving specific goals. 
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A transactional leader is someone who believes that human relationships are nothing more than 

a series of transactions. Reward, penalty, economic exchange, emotional and bodily exchanges, 

and other such "transactions" are the foundations of this leadership style (Gennaro F. Vito, 2014). 

To comprehend this leadership style in a simple way – is a leader who leads an organisation and 

tells followers what their responsibilities are since you are paid for it (Gennaro F. Vito, 2014). If 

the followers perform their duties well, they will be rewarded, while failure will result in punishment. 

A transactional leader leads the groups in this manner. This kind of leadership is helpful in times 

of crisis and emergency, as well as when projects must be completed in a certain manner 

(Odumeru, 2013).Under transactional leadership employees are required to obey them as 

transactional leaders employ rewards and penalties (Odumeru, 2013).  

 

Ethical Leadership Style.  

The word ethics comes from the Greek word ethos, which means custom, character, or behaviour 

(Madanchian, Hussein, Noordin, & Taherdoost, 2016).Confucian Analects once said that, “when 

a ruler's personal conduct is correct, his government is efficient without delivering orders”, Even 

if he gives instructions, they will not be followed if his personal conduct is not correct” and “If you 

want to keep order in government, you need to rely on moral sensibility (Madanchian, Hussein, 

Noordin, & Taherdoost, 2016). People will feel ashamed of wrong doing if they are educated and 

have decent manners (Madanchian, Hussein, Noordin, & Taherdoost, 2016). Ethical leadership 

influence the organizational citizenship behaviour organisation commitment (job satisfaction and 

job performance (Zaitouni, 2019). Brown et al define ethical leadership as "the demonstration of 

normatively appropriate conduct through personal actions and interpersonal relationships, and 

the promotion of such conduct to followers through two-way communication, reinforcement, and 

decision making," based on social learning and social exchange theory. Responsible, serious, 

and accommodating, an ethical leader has a high ethical code (Wei, 2017).It is said that ,Ethical 

leaders explained tasks and goals, where they  ensures that his or her followers understand what 

is required of them (Karianne Kalshoven, 2010). This can aid subordinates in comprehending 

their roles, organisational expectations, and performance goals due to the dimension as explained 

below. They will have a clear understanding of the organization's expectations as well as its goals, 

as well as their obligations. 
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21st Century Leadership Style  

The 1980s were marked by a relatively static environment, which has now shifted to a very 

dynamic one affecting the way business is conducted during the last 25 years (Mucharraz, 2016). 

The problems of the twenty-first century are unprecedented in human history. Terrorism, poverty, 

global warming, and war have all gotten worse on a worldwide scale. Because the leadership 

styles that worked in the past are insufficient to address the current scenario, these issues 

necessitate a fundamental restructuring of leadership and followership which is known as 21st 

century leadership style. (Mucharraz, 2016). As said by Rost, J, 1991 that 21st Century 

Leadership are to address the particular challenges and opportunities of today's 

environment. The 21st century leadership is based on the combined theory and practises 

from a wide range of disciplines and traditions which created a practical knowledge change 

in the services of the world (Strock, 2021).  

 

Employees Performances  

The term "performance" originates from the words "job performance" or "real performance," which 

refers to someone's labour or accomplishments. The quality and amount of work accomplished 

by an employee in carrying out his job in accordance with the obligations assigned to him is 

defined as performance (work performance) (Hermina & Yosepha, 2019). In accordance therewith 

of Al Mehrzi and Singh, 2016 write up which states that, performance refers to a person's overall 

success in carrying out tasks over a period of time, as measured against various possibilities such 

as work standards, targets, or predetermined criteria that have been mutually agreed upon (Al 

Mehrzi, 2016).Hence, employee performance refers to the actions that employees take in carrying 

out the company's work. Individual skills, abilities, and traits determine performance in carrying 

out its responsibilities, which is always related to employee work satisfaction and the level of 

reward granted (Shmailan, Issues in Business Management and Economics). 

 

Kurt Lewin Leadership Style Model  

Kurt Lewin, a social psychologist, identified three leadership styles in 1939 that relate to how a 

leader makes decisions. The three leadership styles known as Autocratic (authoritarian) 

leadership, Delegative Leadership (Laissez-Faire), & Participative Leadership (Democratic) 
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describe how much influence a leader has over the decision-making process and how much his 

or her team is involved (Success, 2021). 

 

The autocratic leadership styles characterize the an "I tell" philosophy. Autocratic leaders dictate 

to their staff what they should do. This can provide a clear direction for a company, but it can also 

lead to management undervaluing or ignoring team opinion. In other cases, though, an autocratic 

approach is suitable. It's useful when the company is in a crisis or when a problem occurs that 

requires immediate attention (N1, S2, & N1, Effect of Leadership Style on Employee Performance, 

2015). The positive characteristics of permissive and authoritarian leaders are shared by 

authoritative leaders. They are friendly, warm, and helpful. They are inclusive and responsive to 

a variety of individual and communal needs. They are excellent listeners who work together to 

achieve consensus and commitment. They have a high profile outside of school and are good 

networkers. Most people admire the authoritative leader's personal attributes, but not everyone 

does (Dinham, 2007). 

 

Democratic leadership is a form of leadership that incorporates individuals in the decision-making 

process, with the leader executing the choice after fostering group consensus. Policies are 

implemented collaboratively, and tasks are completed as a result of group discussions. In this 

type of setting, both criticism and praise are acceptable. Subordinates are encouraged to discover 

problems and propose ideas to overcome them by the democratic leader (Jdetawy, 2018). 

Employee performance all improved when leaders use a democratic leadership style (1Dike, 

2019). It eliminates the need for controls and formal rules and procedures, resulting in lower 

absenteeism and turnover among employees. To put it another way, democratic leadership 

generates skilled and devoted people who are prepared to give their all, think for themselves, 

communicate honestly, and take on responsibility (1Dike, 2019). 

 

Laissez-Faire leadership is characterised as a leadership style in which leaders refuse to make 

decisions, are unavailable when needed, and refuse to accept blame for their lack of leadership 

capacity (Biggerstaff, 2012). Laissez-faire leaders are known for being unconcerned about their 

followers and members; in reality, laissez-faire leadership is the lack of a leadership style. This 

type of leader doesn't create any group-related policies or choices. Rather, all goals, decisions, 

and problem-solving are the responsibility of group members. Within their group organisation, 

laissez-faire leaders have little to no power. Laissez-faire leadership entails trusting their 

members or followers to make suitable decisions and bringing in highly trained and trustworthy 



 

17 
 

persons to the group or organisation. Self-monitoring, problem-solving, and creating successful 

end products are all roles that laissez-faire followers play. In environments with highly skilled and 

self-directed followers, laissez-faire leaders are the most successful (Jdetawy, 2018). 

 

1.7 The Organization of the study/Conclusion 

This research is consisted of five (5) chapters. In the first chapter in will be on introductions 

followed by background of the study, problem statement, and research objectives, and research 

questions, significance of the study and the organization of the study. 

In the chapter two (2), there will be a written literature review which includes of introduction, 

theoretical foundation, empirical research, proposed conceptual framework, Hypothesis 

development and a summary of overall chapter 2.  

 
In chapter three (3) it includes of   research methodology part, after that Introduction, research 

design and study population and sampling procedures, data collection method, operationalisation 

and measurement, independent variables, mediating variable, dependent variable, data analysis 

techniques, descriptive analysis techniques, inferential analysis techniques and a summary of 

chapter three.  

 
The last section of this research consists of the discussion on the results where it will begin with 

an introduction part, respondents’ profile and pattern, factor analysis & reliability analysis of the 

instrument, regression analysis, hypotheses testing and discussion part.  

 

In the end a conclusion will be drafted based on the findings, discussion as well on the implication, 

limitation and recommendation for the said research.  
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CHAPTER 2 

LITERATURE REVIEW 

2.1 Introduction 

This research focuses on the impact of leadership on F&B industry, on employee performance. 

In today's worldwide competitive workplace, leadership is a must. As a result, the business needs 

a leader who can comprehend and manage the world's complexity (Nusari, Ameen, & Alrajawy, 

2018). 

In today's literature, there are numerous explanations, classifications, theories, and definitions of 

leadership. Henceforth leadership literature reveals that, theories have been evolved and 

modified over time, and none of them are perfect (Khan & Khan, 2016). As said by – 

Amanchukwu, Stanley and Nwach that in order to be a good leader, a person must have a lot of 

experience, a strong devotion to the company, a lot of knowledge, and a lot of patience when it 

comes to carrying out their responsibilities (Saleh & Mohammed Nusari, 2018). 

 

By having a good leader in an organization, it has effect on subordinates' performance which 

indirectly and directly may impact organization performance in long run (Saleh & Mohammed 

Nusari, 2018).Therefore, it is not wrong to say that, Leadership and employee performance are 

intertwined, like two sides of a coin, and both have an impact on organizational growth level.  

 

In this research, the following leadership styles has been used to study the impact of leadership 

style on employee performance  : 

1. Autocratic leadership style  

2. Laissez-Faire Leaderships  

3. Democratic Leadership style  

4. Transactional & Transformational leadership style   

5. Ethical leadership style  

6. 21st Century leadership style  

 

Following the above-mentioned leadership styles, a set of criteria is developed to aid and 

understand how leadership styles impact employee performance in F&B industry in this study.  
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2.2 Theoretical Foundation  

Historical of Leadership  

Leadership has been a topic of interest by many cultural and biological (Kevin J. Vaughn, 2010). 

The Cultural anthropologists sucah as Butler and Welch (2006), Feinman (1995, 2005), Hayden 

(2001), and Spikins (2008) have analysed the topic of leadership in a variety of ways, beginning 

with early social theorists such as Weber, who explored different types of leaders throughout 

history (1968 -1921). Fried (1967), Sahlins (1963), and Service (1962; also, Barth 1959; Sahlins 

and Service 1960) wrote extensively about the evolution of social complexity, a higher-level 

concept in which leaders played a key role in the transformation of societies from bands to tribes, 

chiefdoms, and states (Kevin J. Vaughn, 2010).From the late 1800s to about 1930, leadership 

theories emphasized control and centralization of power. The ‘‘Great Man’’ theory, which suggests 

that leaders are born and not made, supported the existence of some mysterious qualities vested 

in select individuals and frequently passed between generations. This model faded from 

popularity in the 1930s and 1940s as ‘‘trait’’ theories appeared that attempted to identify specific 

traits qualifying an individual for leadership. Leadership theories stressed control and 

centralization of power from the late 1800s to around 1930. The "Great Man" theory, which claims 

that leaders are born rather than formed, supports the existence of some unknown traits vested 

in a few individuals and transmitted down through generations. 

 

 In the 1930s and 1940s, this paradigm fell out of favour as "trait" theories emerged, attempting 

to find specific attributes that qualified a person for leadership. In the 1940s 

more psychoanalytical theories about why people are compelled to lead or follow a particular lea

der emerged with a greater emphasis on the importance of groups and organisations.  

 

In the 1960s, the emphasis was on how individuals are influenced toward common goals. 

"Exchange theories" studied the social exchanges that occur between individuals and groups, 

such as rewards, status, and esteem. Hence, McGregor (1960) came up with the management 

strategies needed to be founded on a better knowledge of human motivation and nature. This 

result concept, Theory X & Y, suggested that people aren't lazy or unreliable by nature. If 

appropriately motivated, people can be self-directed and innovative at work (Patterson, 2005). 
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In the 1970, the trend moves away from social psychology and toward organisational behaviour 

and management science. "Attribution theories," which look at how followers attribute certain 

qualities to leaders, emerged as a result of the confusion and integration of leadership and 

management roles. “Transformation" became a term for leadership, whereas 'Transactional' 

became a term for management. A lot of these beliefs, for example, focused on the differences 

between the personalities of good and bad leaders (Baker, 2018) 

 

The leadership literature has risen in number and scope since the 1980s, and new paradigms of 

leadership concepts such as charismatic, transformational, and visionary leadership have 

emerged. Employee have been influenced to work well by leaders who have made them aware 

of their own needs, growth and development, and accomplishments in the 1980’s (Gutterman, 

2017) . 

 

Today, Leadership is viewed as a temporary service role rather than a permanent position, with 

people moving in and out of leadership roles as circumstances change. Based on the 

circumstances, their interest, and their expertise, an individual can simultaneously play both 

leadership and follower roles (Moore & Varea-Hammond, 2014). 

 

Definition of Leadership  

The philosophy of leadership styles has evolved during the previous two decades (Avolio, 

1994).One of the most important aspects of management is leadership. The concept of leadership 

is a human theory that is continually being researched, and it is constantly evolving a leadership 

trait (Saleh, Nusari, Ameen, & Alrajawy, 2018).Bass M., 1990 made a breakthrough in this field 

when he stated that leadership was not only a process of the leader's effect on others, but also a 

process of interaction that could be influenced by anybody engaged. Bass states that 

"Leadership”, is a relationship between two or more members of a group that frequently entails a 

structuring or restructuring of the situation, as well as individual expectations. (Saleh, Nusari, 

Ameen, & Alrajawy, 2018). Leaders have a significant impact on organisational factors and 

productivity (Mohamad, et al., 2018). As per Yukl and Fleet (1992), Leadership is required to 

establish goals, coordinate activities, encourage personnel, and assess success. As a result, it 
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can be regarded from a variety of views, including regional, religious, cultural, political, and 

economic ones (Almaki, Silong, Idris, & Wahat, 2016). 

 

Many researchers have looked into the concept of leadership from a variety of disciplines and 

theoretical viewpoints. According to Nye (2008), there has three components of leadership known 

as: leaders, followers, and context (Day & Antonakis, 2012). Some individuals believe that 

leadership is persuading others to carry out a specific task, and that it entails the ability to modify 

and influence people and institutions (Yusof, 2000).For Instance , Northouse (2010), describes 

leadership as "a process in which an individual inspires a group of people to reach a common 

goal" (Almaki, Silong, Idris, & Wahat, 2016). Yukl (2010) define leadership as  "...a process 

whereby purposeful influence is exerted over other individuals to steer, shape, and facilitate 

activities and relationships in a group or organisation (Yukl, 2010).Some researcher such as Bush 

(2013) define leadership as impact, leadership and values, and leadership and vision are the 

three components that this definition is built on (Bush, 2006).Whereas, leadership a define by 

Matei and Vasquess ( 2012 ) -that "It's about expressing visions, embodying principles, and 

creating a climate that allows things to happen" (Bryart, 2012). Hence, it is concluded that 

leadership isn't a one-size-fits-all concept, the study's findings could be extremely useful for future 

research (Almaki, Silong, Idris, & Wahat, 2016). 

 

Leadership style  

There are endless classification methods in trying to figure out what leadership actually is, 

according to Northouse, 2007 (Jdetawy L. F., 2018).Generally, A leadership style is a way of 

giving people direction, implementing a strategy, and motivating them. A person's leadership style 

can be defined as how he or she approaches a task. If we look at how he behaves, makes 

decisions, interacts, and treats others, we can see that he has a lot of potential (Preeti, 2015). 

according to Luthans (1977), there are various ways to lead, and each leader has their unique 

style namely autocratic, bureaucratic, leadership, and laissez-faire are some of the most common 

approaches (Khan M. S., et al., 2015). Management professionals have undergone a revolution 

in how they define leadership and how they view it over the last several decades. They've 

transitioned from a traditional autocratic approach to a more creative, participatory one (Khan M. 

S., et al., 2015).It is believed that different leadership styles are adopted for different types of 

professions depending on the conditions (Kaleem, 2016). Barchiesi et al(2017) studied the impact 
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of leadership effectiveness and role on performance, leadership behaviours, and attitudes. They 

discovered that high leadership indices are linked to better potential for enhanced performance 

as well as stronger organisational reputation, indicating that behavioural complexity and dynamics 

have a significant impact on the perceived level of leadership (R, 2014). According to Podsakoff 

et al( 1990) , leadership style can influence employee trust and satisfaction with the organisation, 

and organisational citizenship behaviour strengthens the link between leadership style and 

organisational commitment (Podsakoff P. M., 1990).Below is a basic description of the various 

styles. 

 

Lewin Kurt Leaderships Model Style  

Kurt Lewin (1890–1947), a pioneering social psychologist, is credited with identifying and 

distinguishing the three traditional leadership styles or characteristics. Many regard Lewin to be 

the creator of social psychology, and he contributed significantly to leadership studies, 

organisational theory, and management theory (Jdetawy L. F., 2018). Lewin created the concept 

of leadership styles based on numerous leadership and group dynamics research. Leadership 

styles were classified by Lewin as autocratic (also known as authoritarian), democratic, or laissez-

faire (Lewin et al, 1939). The three leadership types or behaviours described by Kurt Lewin are 

listed below. 

a) The autocratic leadership style (also known as authoritarian leadership) referred to a 

leader that controlled work techniques, made unilateral decisions, and limited employee 

input (Robbins, 2009). This leadership style is less creative, resulting in a constant state 

of tension and dissatisfaction, resistance, and a reduction in the leaders' interest in their 

subordinates (Futa, 2013). Dominant leaders are also described as authoritarian. From 

afar, authoritarian authorities create policies and determine the appropriate division of 

work. They have a tendency to be aloof and detached from their peers. Punishment, 

threat, demands, orders, rules, and regulations are all used to gain authoritarian power 

(Jdetawy L. F., 2018). In situations where there is a steady influx of new personnel, limited 

decision-making time or resources, and a requirement for large-scale collaboration with 

other groups and organisations, authoritarian leadership is acceptable. Authoritarian 

leadership does not work well in circumstances where people want to express themselves 

and participate in decision-making. Authoritarian leadership is criticised by critics for 

causing high member unhappiness, turnover, and absenteeism (Gastil, 1994). Autocratic 
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leadership has been chastised because the leader is more concerned with work 

completion than with the wellbeing or happiness of his or her subordinates (Dr. Emmanuel 

Awuor, 2015). Autocratic leadership, according to Khan et al. (2015), is when a manager 

retains as much power and decision-making authority as feasible (Khan M. S., 2015). 

According to Iqbal et al. (2015), Autrocratatic leadership is where leaders have the "I tell" 

philosophy, in which they tell other people what to do (Anwar, 2015). Autocratic leadership 

is defined by Nwankwo (2001) and Enoch (1999) as a leadership style in which leaders 

make all decisions and production takes precedence over any human consideration (Basit, 

Sebastian, & Hassan, 2017). 

 

b) According to Loae Fakhri Jdetawy (2018) Democratic leadership, also known as 

participative leadership or shared leadership, is a sort of leadership style in which 

members of the group play a more active role in decision-making. Democratic leaders 

encourage communal decision-making through collective decision-making, camaraderie, 

active member or follower involvement, fair praise, and restrained criticism. Democratic 

leaders provide their supporters with a variety of options and support. Democratic 

leadership, , is based on democratic ideas and practises such as inclusion, autonomy, 

and equitable participation (Amzat, 2011). Researchers have discovered that one of the 

most effective leadership styles is democratic leadership, which leads to increased 

productivity, better contributions from group members, and increased group morale 

(Jdetawy L. F., 2018). Strong democratic leaders inspire followers' trust and respect. They 

are sincere in their actions and make decisions based on their ideals and values. Followers 

are often motivated to act and contribute to the group. Good leaders also seek out a variety 

of viewpoints and do not strive to quiet dissenters or people who have a less popular 

viewpoint (Jdetawy L. F., 2018). Following are the characteristics and traits of Democratic 

leadership style:  
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Figure  2: Characteristics and Traits Of Democratic Leadership Style 

No  Character  Traits  

1. Even though the leader has the 

last say on choices, group 

members are encouraged to offer 

their thoughts and ideas. 

Honest leader  

2. Members of the group have a 

greater sense of involvement in 

the process. 

Smart Leaders  

3. Employee’s creativity is valued 

and encouraged. 

Leaders with Competence 

fairness & Creativity as a 

person  

Source: International Journal of Development Research (2018) 

c) Laissez-Faire Leadership Style: it is defined as a style of Leadership where leaders refuse 

to make decisions, are not available when needed, and choose to take no responsibility 

for their lack of leadership ability (Biggerstaff J. K., 2012). It is considered a passive and 

ineffectual kind of leadership when leaders do not use their authority or avoid taking action. 

(Jdetawy L. F., 2018). This style supports the creation of a comfortable working 

environment, yet it lowers morale and affects group efficiency (2013). Laissez-faire 

leaders are characterized as detached with their followers and members. In fact, laissez-

faire leadership is an absence of leadership style. Leaders of this style make no policies 

or group related decisions. Instead, group members are responsible for all goals, 

decisions, and problem solving. Laissez-faire leaders have very little to no authority within 

their group organization. The functions of laissez-faire leadership include trusting their 

members or followers to make appropriate decisions and bringing in highly trained and 

reliable members into the group or organization. The roles of laissez-faire followers include 

self-monitoring, problem solving, and producing successful end products. Laissez-faire 

leaders are most successful in environments with highly trained and self-directed followers 

(Jdetawy L. F., 2018). According to studies, this is the type of leadership that results in the 

lowest levels of productivity among group members. It's crucial to remember, though, that 

this leadership style can have both benefits and drawbacks. There are some situations 

and places where a laissez-faire leadership style may be the best option (Jdetawy L. F., 

2018).  
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Following are the characteristics and drawbacks of Laissez-Faire Leadership style :  

 

Figure  2.1 : Characteristics And Drawbacks Of Laissez-Faire Leadership 

No  Character  Drawbacks of a laissez-faire 
approach 

1. Leaders provide very little 
direction & guidance to employee. 

Lack of understanding of one's 
role 

2. Complete decision-making 
autonomy for followers. 

Poor participation in the group 

3. Leaders provide the necessary 
tools and resources 

Low levels of responsibility 

4. Members of the group are 
expected to tackle problems 
independently. 

Avoidance and passivity 

5. Although followers are given 
power, leaders remain in charge 
of the group's choices and 
actions 

-  

Source: International Journal of Development Research (2018) 

 

Transformational leadership  

As per researchers - Jyoti and Bhau (2015), transformational leadership is a method that inspires 

followers by appealing to higher ideals and ingrained internal moral standards, which the leader 

uses to motivate followers to act in ways that benefit the organisation rather than their own 

interests (Amin, Durmaz, & Demir, 2021). According to M. Moradi Korejan (2015) - 

Transformational leaders steer organisations in the right direction, recognising environmental 

issues and facilitating necessary reforms. They also help employee see possible opportunities 

and establish commitment to change, culture improvement, and the need to develop new 

strategies for energy and resource efficiency (Korejan & Shahbazi, 2016). Burns (1978), define 

transformational leadership as a process through which a leader can inspire subordinates to put 

the organization's interests ahead of their own (Azka Ghafoor, 2011). Burns' (1978) 

transformational leadership theory states that transformational leadership fosters mutual 

understanding between employee and management, whereas Burns' (1985) theory states that 

interaction between employee and management is managed in such a way that employee 

eventually go beyond their self-interest to support organisational goal (Azka Ghafoor, 2011). Bass 

(1985), claims that because subordinates are placed on a pedestal, they are less likely to 

influence the boss. This is not to say that individual consideration or intellectual stimulation aren't 
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important impacts on the subordinate (Gennaro F. Vito, 2014). Bass 1985 also highlighted that, a 

transformational leader encourages or mentor’s subordinates to challenge the status quo or 

consider old challenges in fresh ways. 

 

Diagram: Transformational leadership Components as described by Bass, B &Avilio, (1990), 

Cetin et al, (2012) and Saleem, (2015). 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: International Journal of Development Research (2018) 

 

Transformational Leader  

Ideal Influencer  

Inspiration/Motivation  

Mind/Intellect stimulation and development 

Progress of coordination support  
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Transformational leader pays close attention to the disciples' hierarchy of requirements in order to 

achieve growth and avoid any reluctance to accept advice and assistance.A transformative leader, 

according to Bass (1998), acts as a role model who is admired, respected, and trusted. Followers 

of charismatic leaders "connect with the leaders and wish to emulate them," consider them as risk 

takers with "exceptional ability, persistence, and determination," and see them as "consistent 

rather than arbitrary" risk takers (p. 6). Being a role model and demonstrating characteristics that 

subordinates admire and appreciate is what idealised influence is all about (Bass B. M., 

1998).According to Saleem (2015) Transformational leaders are also known   as   follows:  

 As Ideal Influencer  

This is because they are leaders who serve as role models for their followers. Transformative 

leaders, creates an environment in which his or her followers feel respected, admired, and loyal, 

and highlights the necessity of strong dedication to the organization's objective. 

 As motivation & Inspiration  

Where transformational Leaders raise disciples' commitment and motivation by participating in 

future prospect drawing are referred to as inspiration motivation. 

 Mind/Intellect stimulation and development 

Transformational Leaders assists employee in achieving initiatives and constructing creativity. 

 Progress of coordination support  

Transformational leader pays close attention to the disciples' hierarchy of requirements in order 

to achieve growth and avoid any reluctance to accept advice and assistance. 
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Transactional Leadership  

The concept of transactional leadership was developed by Burns (1978) and is based on social 

psychological social exchange theory. As said by Burns, 1978; Bass, 1981, 1985, 1997; Bass and 

Riggio, 2006; Judge and Piccolo, 2004 - Transactional leaders rely on a reciprocal and 

deterministic relationship between a leader and their subordinate(s) (Gennaro F. Vito, 2014).  

 

Transactional leadership can be defined in a variety of ways. To begin, a transactional leader 

uses contingent rewards (such as work for money or time off) to underpin the agreements for 

explicit or implicit goals to be met in order to get the desired rewards or behaviour (R. M., 1981) 

(Bass, 1985) (Bass, 1997). 

 

Second, the transactional leader employs a management-by-exception approach to establish a 

monitoring programme that enables them to collect behavioural data in order to foresee or prevent 

subordinates from deviating from agreed-upon goals and objectives (Bass, 1981;1985;1997). 

 

Third, transactional leaders are usually inactive and only act when there is an issue (Judge, 2004). 

Leaders and subordinates have a lot of power and influence in this perspective. This viewpoint is 

supported by the mutually beneficial exchange that occurs in order to achieve goals as per Bass 

study (1981;1985;1997). Therefore, it is said that transactional leaders operate within existing 

goals, objectives, and strategies, are not change-oriented, and rarely seek new approaches to 

solve challenges (Kabeyi, 2020). 

 

It is said that, transactional leadership lacks inspiration and does not push individuals to go 

beyond the essentials because it is built on a system of rewards and penalties. Given this, 

followers of transactional leaders may get complacent and develop a desire to meet only the bare 

minimum of requirements in order to avoid fines. As a result, according to Bass (1990) the leader 

and the follower required to agree on what the follower will receive if they achieve the agreed-

upon level of performance (Brahim, Ridic, & Jukic, 2015). 

 



 

29 
 

Under transactional leadership there are two parts in this leadership: To begin, contingent rewards 

are valuable benefits given in exchange for completing desirable activities. A transactional leader 

recognises the elements that motivate employee and offers the assistance they need to succeed. 

Second, management by exception presupposes that, under normal conditions, supervisory 

intervention will be minimal (Bass B. M., 1998).Usually a transactional leader is aware of his or 

her followers' requirements and supports negotiation with them in order to meet the company's or 

groups overall needs. A transactional leader will complete all tasks alongside his followers in order 

to achieve the final goal (Bogler, 2009). 

 

Ethical leadership  

As said by Hartog (2015), the importance of ethics in leadership courses is critical for businesses. 

Leadership that lacks ethics and integrity can be detrimental to both the organization's 

stakeholders and society as a whole. According to Trevino et al. (2003), ethical leadership entails 

leading in a manner that is respectful of others' rights and dignity (Murari, 2011).This style of  

ethical leadership is focused on the morality idea and choosing the right path over the wrong path 

(Amin, Durmaz, & Demir, 2021). Personal traits that guide a leader's ethical ideas, values, and 

decisions are founded on the character and integrity of the leader. "Ethical leadership focuses on 

how leaders use their social power in the decisions they make, the acts they do, and the ways 

they influence others because leaders are by nature in a position of social authority" (Trevino, 

2013). Scholars and the general media have been more interested in leadership ethics as a result 

of high-profile crises and leadership involvement in immoral conduct (Hartog, 2015). Ethics, 

according to Oates (2013), is a type of knowledge that deals with the study of universal 

philosophies that determine right from wrong (Bhana & Bayat, 2020). Brown and colleagues 

define ethical leadership as "the demonstration of normatively appropriate conduct through 

personal actions and interpersonal relationships, and the promotion of such conduct to followers 

through two-way communication, reinforcement, and decision-making" using social learning and 

social exchange perspectives (Brown, 2005). They said that under the supervision of an ethical 

leader, followers emulate their leader's behaviour and that this has a substantial impact on 

follower ethical behaviour and conduct (Ahmad & Gao, 2017).Bedi (2015) highlighted that ethical 

Leadership is characterised by a high number of favourable employee and organisational results. 

Growing research across cultures has found that ethical leadership can be effective in motivating 

employee, and is positively linked with positive employee outcomes such as different attitudes 

and behaviour, as well as being effective in reducing negative outcomes such as deviance and 
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turnover intention (Chen, 2016). Moreover, ethical leadership ensures that people are more 

devoted and engaged in their work (Bhana & Bayat, 2020). Research by Den Hartog and De 

Hoogh (2018) mentioned that, Ethical leadership builds trust not only in the leader, but also in his 

or her subordinates (Engelbrecht, 2014). 

Trait & character of ethical leader as define by Trevino & colleagues as follows which require 

ethical leaders to be an ethical person and also as ethical a manager as follows:  

Figure 2.2  : Character & Traits of Ethical Person 

No  Character & Traits of Ethical person   

1. Being a “moral person" and the "moral manager. 

2. Being an honest Person  

3. Highly integrity person  

4. Person of truthfulness  

5. Being accept to openness for input  

6. Always sincere about others  

 

Figure 2.3 : Character & Traits of Ethical Manager 

No  Character & Traits of Ethical Manager   

1. The use of administrative power and leadership position by leaders to support and 

promote ethical standards and behaviours in the workplace is referred to as ethical 

leadership conduct. 

2. Morality must be a major component of the ethical leader's self-concept as well as the 

guiding basis for all of the leader's decisions. 

3. Does not want to damage others and always respects the rights of all parties involved 

4. Engage in good deeds and avoid harming others, and their actions must be motivated 

by altruistic rather than selfish objectives. 

Source: A Review of Ethical Leadership and Other Ethics Related Leadership Theories 
By: Israr Ahmad & Yongqiang Gao (2017) 

 

21st Century Leadership  

Although no single viewpoint is totally correct or unimportant, the answer to leadership in the 

twenty-first century remains a mystery (Connell, 2002). The environment of the twenty-first 

century necessitates a different type of leadership than in previous centuries. As indicated by 
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Bennis (1999), we are moving away from 'command and control' leadership models and toward 

more flexible, collaborative, and caring leadership styles new leadership abilities are required to 

deal with new and challenging imperatives such as increased global competition. (Bennis, 1999). 

All leadership theories since the 19th century to the 20th century, from ancient times to the present, 

have one thing in common: they are all focused on the leader and the attributes that contribute to 

leadership (Thaddeus Hunt, 2019). Each theory has a place in this leadership investigation. There 

is no single theory that can handle all of the issues surrounding leadership. However, the 21st 

century is a step in the right direction. The current age is best described as an early shift from the 

previous time to a more inclusive and democratic one (Thaddeus Hunt, 2019).Many other 

researchers such as Cooper & Argiss (1998) have identified that new skill in needed as in   21st 

century leadership. As highlighted in the research by Jock Encombe (2008) leaders in the twenty-

first century must have a clear vision of their own path before they can examine the larger world 

and their roles and duties within it. Successfully translating macro issues into micro decisions and, 

ultimately, positive actions necessitate a new skill set that is best understood in the context of four 

key leadership values – creativity, coherence, compassion, and courage – against which an 

organization's leadership mindset can be measured (Encombe, 2008). Despite the fact that the 

world has evolved, there are few literature reviews available on 21st century leadership that are 

required for modern leaders to gain a better understanding (L.Haeger & Lingham, 2013) . There 

are still gaps and unsolved questions related to 21st century leadership style.  Following are the 

types of challenges faced by 21st century leaders as described by y Robert Barner (1996):  

 

Figure 2.4 : Types Of Challenges Faced by 21st Century Leaders 

Type of 

challenges  

Explanation  

1.Having virtual 

Organization  

Communication technologies and computers are transforming the way 

leaders and members of organisations collaborate. New technology has 

enabled greater flexibility and speed in sharing information with one another 

and with customers. 

 

Leaders must improve their skills in technological communication and 

networking. They must stay current with the most effective technology for 

both themselves and the team. Leaders will need to collaborate with HR 

specialists to ensure that their staffing recruiting needs are adequately 
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handled in this new medium, as the Internet is fast becoming a venue for 

staff recruitment. 

Decisions are implemented more quickly when they are communicated more 

quickly. Managers must get familiar with and use decision support software, 

as well as strengthen their facilitation abilities, as more individuals can and 

expect to have input into choices. 

Workforce 

Provided Just-

In-Time 

There has been a 24 percent growth in temporary and contract staff in 

organisations over the last ten years. Leaders must take a fresh approach to 

motivating, incentivizing, and rewarding their employee. There are several 

concerns about how permanent vs. contract/part-time employee are treated, 

what perks they receive, and even mundane issues like who attends staff 

meetings, training programmes, and business retreats and who does not. 

Knowledge 

Workers' 

Development 

Modern businesses are making a significant move from manufacturing and 

service to information management. Computer software and hardware, law, 

health, education, and finance are just a few of the fields that are seeing 

rapid expansion as a result of the increased demand for information. 

 

Managers are working hard to avoid obsolescence as a result of this 

tendency by staying current with the newest technical advances and 

information in their industry. Managers are increasingly using the internet 

and database searches to gather information. Because of the downsizing of 

organisations, managers are now asked to provide some area of knowledge 

to the team in addition to their managerial job. 

A Dynamic 

Workplace That 

Is Constantly 

Changing 

, the leader's actions are assessed over shorter time periods and with more 

quantitative data. Leaders are expected to launch and manage new 

businesses, projects, and teams while also delivering outcomes in shorter 

time frames. 

The Workforce 

of the Future 

By 2005, the average age of workers would be 45, according to the most 

recent statistics. Part-time jobs and special projects will be assigned to older 

staff. Many younger managers will be tasked with leading and managing 

employee who have more experience and, possibly, wisdom than they do.  

Source: Redefining leadership for the 21st century; Dr. Ron Cacioppe (2001) 
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Other Leadership Style 

Bureaucratic Leadership  

Max Weber (1947), a German sociologist, philosopher, jurist, and political economist, established 

“bureaucratic leadership." The reason he established bureaucracy leadership was  to manage or 

administer the government as a sociologist, lawyer, and political economist. He saw bureaucracy 

as the most effective and sensible approach to manage huge organisations like the government 

by using a systematic process and organisational structure to keep everything in order (Abun, 

Calamaan, Magallanes, Encarnacion, & Sallong, 2021). Bureaucratic leaders influence their 

subordinates to follow the policies and procedures they devise. Leaders are passionate about 

their systems and procedures, but not about their people. It's for this reason that they appear aloof 

(Khajeh H. E., 2018). It is said that, this strategy is ineffective since it does not contribute to 

employee development and motivation. These leaders are just concerned with completing their 

job in a systematic manner (Khajeh E. H., 2018). These leaders are just concerned with 

completing their job in a systematic manner (Fatoni, et al., 2020)According to Shaefer (2005), 

bureaucratic leadership is often dedicated to a type of bureaucratic leadership that follows 

procedures that are useful for organisations with regular work by personnel (Wahidin, 

2020).Following is the characteristics of Bureaucratic Leadership:  

 

Figure 2.5: Characteristics of Bureaucratic Leadership 

No  Characteristic  Explanation  

 

1. Specialization and Division of Labor All tasks are divided into highly 

specialised positions. 

It gives each employee the authority 

they need to do these tasks. 

2. Regulations and rules.  Perform each task in accordance with 

a set of abstract rules. This strategy 

ensures that task execution is 

consistent. 

3. Authority Hierarchy.  Arrange all positions according to the 

hierarchy concept. Each lower office 

reports to a higher one, and there is a 
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clear chain of command from the top to 

the bottom of the organisation. 

4. In interpersonal relationships, 

impersonality is a problem. 

Maintain a cold attitude toward 

subordinates. This social distance 

between administrators and employee 

ensures that reasonable factors, rather 

than favoritism or bias, are used to 

make decisions. 

5. Orientation to a career.  Employment should be based on 

qualifications, and promotions should 

be based on job-related performance. 

Protect employee from arbitrary 

dismissal as a corollary, which should 

result in a high level of loyalty. 

Source: Journal of Educational Leadership and Policy Studies, Vol (1), Issue (1), (2017) 

 

 

Charismatic Leadership Style 

The word charisma comes from a Greek word that means "divinely inspired talent" (Roussel N. 

D., 2017). The charismatic leadership style is one in which the leader's impact stems mostly from 

his or her personality. The charismatic leadership position, according to Conger and Canungo 

(1996), is effective when the leader's actions are motivated by altruistic motives. According to 

Weber, charismatic leadership was one of the ideal forms of authority (Igbokwe, 2020).At any 

particular time, the charismatic leader may be driven by one or more wants such as affiliation, 

power, or achievement (Takala, 2005). In general, compared to prior periods, there is a greater 

propensity currently to focus on personality issues, such as the charisma of the leader, in relation 

to organisational environments. Dramaturgical viewpoints on leadership and charisma have 

arisen at the same time, and imaginations, intuitions, visions, and other mental activity have been 

acknowledged as playing a part in leadership (Tuomo, 2005). According to experts the term 

charisma was originally employed in Max Weber's sociological works (Alvi, Arshad, & Syed, 

2016). According to Avolio (2009), charismatic leaders are frequently more effective because their 

followers identify with them on a personal level. They also point out that charismatic leaders use 
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emotion-inducing and unorthodox behaviour to show boldness and commitment in their goal 

(Bruce J. Avolio, 2009).There are many different approaches to studying leadership because of 

its complex and varied character (Khoza & Karodia&, 2016). 

 

Situational Leadership style  

Situational leadership Theory (STL) arose in response to the emergence of trait-based leadership. 

Back then, social scientists felt that time intervenes in the formation of any person or leader; in 

other words, Karl Marx, Hebert Spencer (1884), and Carlyle all stated that time is the key to 

producing a leader (Ghazzawi & Osta, 2018). Situational Leadership teaches leaders how to 

grasp the link between a successful leadership style and the level of performance readiness 

demonstrated by followers for a certain task (Shriver, 2017). SLT presents a taxonomy of four 

leadership styles ranging from directing to delegating, as well as a framework for matching each 

type to certain situations. Situational Leadership, which can be used by organisational leaders, 

first-line managers, individual contributors, and even teams, makes use of job specificity as a tool 

for leaders to enhance their influence-related impact (Glaso, 2015). 

 

Employee Performance  

Any organization's principal goal is to improve employee job performance so that it can thrive in 

this highly competitive climate. Performance is a multifaceted concept and a critical criterion for 

determining whether an organisation succeeds or fail (Chua, Basit, & Hassan, 2018). As per some 

studies an organization's performance is assessed, hence the term "performance" is used 

frequently in all sectors of management (Mawoli, 2013 ). Despite its widespread use, researchers 

rarely specify the word's specific meaning, especially when the article or book's primary focus is 

on performance. Employee performance is defined by Ivancevich (2007) as the expected 

behaviour that contributes to organisational success, although Mullins (1999) believes it should 

be defined as the product of job ability multiplied by motivation, or JP = A x M (Igbokwe, 

2020).Whereas, some define work performance a  fundamental  as human phenomena, with 

contextual factors influencing performance primarily through their impact on the individual drivers 

of success - ability and motivation (Eneh Everist O., 2017).It is said that the level of productivity 

of employee is one of the elements that can be measured (Muda & Harahap, 2014). Several 

studies have presented several ways for assessing organisational performance (Wong & Wong, 
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2007; Prajogo, 2007). This comprises the individual's quality, quantity, knowledge, or 

inventiveness toward completed activities that are in line with the obligation during a set time 

period—in other words, the assessment systems must have some standard metrics that can be 

depended upon (Muda & Harahap, 2014).  

 

The Relationship between Leadership Style & Employee performance. 

According to Northouse (2013), ineffective or unsuitable leadership styles can have a direct 

impact on employee performance and retention in today's firms. Eliyana and Ma'arif (2019) point 

out  effective leadership includes the ability of leaders to support and be with their colleagues in 

order to enhance their skills, such as job training and boosting employee concentration on the job 

(Bhatti, 2021). According to Dale Carnegie Training (2012), leadership allows employee to 

emotionally connect with an organisation, and those who have a positive emotional connection 

with an organisation feel a sense of ownership and are more likely to stay with it, delivering 

superior work in less time and lowering turnover costs. Lee and Chuang (2009), highlighted that 

an effective leader not only inspires subordinates to improve their efficiency, but also addresses 

their needs while attaining organisational goals (Roussel N. D., 2017). 

 

As leadership is one of the most important issues that organisations confront and is linked to their 

success and failures, much of the literature has previously focused on the impact of leadership 

and its consequences on employee or organisational performance. (Chua, Basit, & Hassan, 

2018). In fact, Sun (2002) compared different leadership styles and discovered a powerful and 

favourable association between employee performance (Dastane, 2020). 

 

As a result, understanding how leadership affects employee performance is critical, as they are 

considered as essential driving forces in improving organisational success (Obiwuru et al., 2011). 

As evidenced by the research, some academics feel that leadership styles can increase 

organisational effectiveness. In Malaysia, a similar large number of studies have been conducted. 

The table below lists some of the most important studies on leadership and its impact on employee 

performance that have been conducted in the Malaysian context. Based on the below list of some 

of the previous studies it is evident that leadership style has a good and negative impact on staff 

performance. 
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Figure 2.6 : Studies on leadership and its impact on employee performance that have been 

conducted in the Malaysian. 

Researcher  Year  Title  

1.Joyce Chua; Abdul 

Basit & Zubair Hassan 

2018  Leadership Style And Its Impact On Employee 

Performance 

2.Rajendran 

Muthuveloo; 

Kanagaletchumy 

Kathamuthu; Teoh Ai 

Ping 

2014 Impact Of Leadership Styles On Employee Adaptability 

In Call Center: 

A Perspective Of Telecommunication Industry In 

Malaysia Rajendran Muthuveloo 

3.Omkar Dastane 2020  Impact Of Leadership Styles On Employee 

Performance: A Moderating Role Of Gender 

3.Abdul Basit 2017 Employee Performance And Leadership Style (A Case 

Study On A Private ) Organization In Malaysia) 

4.Muhamad Fikri Bin 

Fauzan 

2018 The Effect Of Leadership Styles On Employee 

Performance In A Local Courier Company: The Case Of 

Pos Laju In Mlaysisia  

5.Vimalan A/L 

Ramakrishnan1 

2020 In The Klang Valley, The Influence Of Leadership On 

Employee Job Performance Among Royal Malaysian 

Police 

 

 

Leadership Theory  

The Great Man Theory  

In the 19th century, research on leadership was focused on the innate characteristics of a leader 

and on identifying the personality traits and other qualities of effective leaders. The Great Man 

theory's core principle is that leaders are born, not manufactured or schooled. In other words, only 

a select few, extremely uncommon individuals are endowed with the attributes necessary to be 

good leaders and achieve greatness by divine design (Agboola, 2021). Popular historical 

individuals such as Julius Caesar, Mahatma Gandhi, Abraham Lincoln, and Napoleon Bonaparte 

were frequently used as examples. These people were thought to be natural born leaders with 

https://www.researchgate.net/profile/Omkar-Dastane
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inherent leadership qualities that enabled them to lead others while shaping history (Agboola, 

2021). Great Man theories agree that leadership aptitude is natural, implying that great leaders 

are born rather than made. Great leaders are frequently described in these beliefs as heroic, 

legendary, and destined to rise to power when necessary. According to (Cherry 2010), the term 

"Great Man" was coined since leadership was viewed as primarily a man characteristic, 

particularly in military leadership (Madanchian, Hussein, & Taherdoost, 2016). However after 

some time ,  it became clear that this model of leadership was morally faulty, as it was with Hitler, 

Napoleon, and others, casting doubt on the Great Man theory. According to MacGregor (2003), 

the organisations' growth was hampered as a result of these brilliant guys becoming irrelevant. 

With the passage of time, another force has received the coup de grace: a great man who, by his 

intelligence and foresight, could preside over a rising organisation with dictatorial powers while 

retarding democratisation." The theory of leadership evolved from the belief that leaders are born 

or destined by nature to be in their role at a specific time to a reflection of certain characteristics 

that indicate leadership potential (Khan Z. A., 2016) 

 

Trait Theory  

One of the earliest ideas of leadership is leadership trait theory, which can be traced back to 

Thomas Carlyle's 1849 remark that "the history of the world was the great men Theory." Trait 

theory of leadership is at its foundation is based on the belief that exceptional personal qualities, 

abilities, skills, and physical features are the hallmarks of leadership. To put it another way, “one 

is born into a leadership role in society,” drawing a distinct line between the fates of leaders and 

nonleader (GuramatunhuCooper, 2017). Between the late 1940s and the early 1990s, trait theory 

research concentrated on distinguishing characteristics and qualities that differentiated leaders 

from non-leaders, with the goal of understanding "why certain people were outstanding leaders.". 

Based on the most of the research on trait theory it was found that the Five (5) common traits of 

leaders are Intelligence, self-confidence, determination, honesty, and sociability 

(GuramatunhuCooper, 2017).  

 

Trait theory is a method of studying a human personality that identifies and assesses the degree 

to which certain personality traits, such as anxiousness, shyness, pessimist thought, optimist 

thought, and openness to new experiences, exist in different degrees from person to person 

(Sacher, 2016). The traits theory focuses on understanding leadership by assuming that good 
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leaders are born with "innate features," including physical and personality traits. AS mentioned by 

Dunford (1995) and Watkins (1992) the Physical attributes and personality traits of competent 

people as successful leaders are inclusive of age, attractiveness, fluency, intelligence, energetic, 

dominant, confident, extroverted, and have a will to succeed are all characteristics of leaders 

(Hartonob, 2020). The theory of traits is based on observing the qualities or characteristics of a 

large number of leaders, both successful and failed. Both observations are utilised to forecast 

one's leadership effectiveness (Hartonob, 2020).The basic assumption of trait theory is that, 

Leadership does not always come naturally, and it is possible to develop and master leadership 

skills. What sets the leader apart from other people is that he or she possesses a wide range of 

congenital and acquired qualities. As per Pierce and Dulham(1990)  interpretation, the  result of 

the criticisms levelled at the great men idea, trait theory has emerged, claiming that leadership is 

a combination of innate and acquired qualities (Uslu, 2019). 

 

   
2.3 Empirical Research  

Abdul Basit (2017) carried out research to study the impact of leadership style on employee 

performance on private organizational in Malaysia. The researchers used a sample size of 100 

people for the sampling technique from one private organisation in Selangor, Malaysia. A 

questionnaire was created for the investigation, which used quantitative methods. The impact of 

leadership style on employee performance was assessed using a five-point Likert scale 

questionnaire. The questionnaires were analysed using SPSS software. There was a 

demographic analysis, a normality test, a reliability test (Cronbach's Alpha), a descriptive analysis, 

and a regression analysis. According to descriptive data, democratic leadership style has the 

greatest impact on employee performance, followed by laissez-faire leadership style and 

authoritarian leadership style and Democratic leadership (Basit, Sebastian, & Hassan, 2017). 

According to the findings, democratic and laissez-faire leadership styles have a large and 

favourable impact on employee performance. Autocratic leadership, on the other hand, has been 

found to have a detrimental impact on staff performance. 

 

The research on the study of the Impact of Ethical Leadership on Employee Performance: which 

was investigated by Muhammad Shaukat Malik, Mustabsar Awais, Ahmad Timsal, and Umer 

Hameed Qureshi (2016). Concluded that, organisational value acts as a moderator between 
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ethical leadership and employee performance, which helps to nurture employee work efficiency 

by supporting leaders' ethical context. Bahauddin Zakariya University, Air University, National 

University of Modern Languages, University of Education of Multan, and The Islamia University 

of Bahawalpur and Institute of Southern Punjab were among the 265 students chosen from six 

universities in Multan and Bahawalpur. Stratified random sample is used to give variety to the 

research and to incorporate the opinions of experienced faculty members (Malik, Awais, & 

Qureshi, 2016). 

 

Rusli Ahmad and Sopian Bujang (2013) study the employee Performance activity in the 21st 

Century on the issues and challenges faced. The study concluded based on the literature review 

that, in the 21st Century, employee all over the world can be linked and connected through many 

Information and Communication Technologies (ICT) development. The new invention and 

technologies will affect all parties in the organisation mainly the workforce. Job and work activities 

can be changed, and this will affect workers' performance on both a micro and macro level. In 

relation with that, employee performance activities will also have the impact and this will make 

the evaluation become more challenging in this era. . Even if the performance evaluation is 

positive, it is critical for leaders to   be prepared with new ideas and solutions which leaders may 

need to be altered, reconstructed, or revised accordingly (Bujang, 2013). 

 

Shuwen Li and Ruiqian Jia from Tongji University, Shanghai, China (2020), conducted a   study 

to see how and when ethical leadership helps in bootlegging. In this study, the authors presented 

a moderated dual-path model to achieve this goal. Two different investigations were used to test 

the model. The first study used a three-wave methodology to collect data from 511 Chinese 

company employee. Employee and their immediate leaders from several divisions of enterprises 

in China were surveyed for the data utilised in Study 2. The authors discovered that moral efficacy 

and moral identity influence the relationship between ethical leadership and bootlegging in Study 

1. The findings of study   2 shows that moral efficacy and moral identity have a convergent impact 

on the mediation relationship between ethical leadership and bootlegging. Furthermore, the 

findings of Study 2 show that the link between ethical leadership and moral efficacy (or moral 

identity) is stronger across leader–follower pairs of different genders. 
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The research by Noorliza Karia and Muhammad Hasmi Abu Hassan Asaari from Universiti Sains 

Malaysia (2018), conducted the study on the attributes of leadership and their impact on work 

attitudes, shows that the emergence of employee leadership qualities has a considerable positive 

impact on work-related attitudes on its own. Executive leadership, in particular, has a strong 

positive impact on organisational commitment, career fulfilment, and job satisfaction, whereas 

innovative leadership has a significant positive impact on organisational commitment and career 

satisfaction. Adaptive and effective leadership, on the other hand, is linked to organisational 

commitment, career satisfaction, and work satisfaction, whereas innovative leadership is linked 

to job satisfaction. The 12 hypotheses were evaluated and assessed using data from a survey of 

245 academic personnel in Malaysian public universities (Asaari, 2019). 

 

As per the research conduct by Nor Farah Hanis Zainun, Johanim Johari and Zurina Adnan (2021) 

which looked into Machiavellianism, locus of control, and moral identity as predictors of ethical 

leadership. The function of ethical role modelling in the relationship between Machiavellianism, 

locus of control, moral identity, and ethical leadership was investigated in this study. From this 

study it was concluded that the moral identity has a significant impact on ethical leadership. In the 

relationship between moral identity and ethical leadership, ethical role modelling is a crucial 

moderator. A total of 202 Malaysian public service leaders took part in the study. The hypotheses 

were tested using structural equation modelling in quantitative research. 

 

Another study on the importance of “Ethical Leadership in the Accounting Industry “by M. K. 

Copeland (2016), looked at a multivariate model for predicting leader effectiveness that took into 

account both the contribution of ethical leadership in predicting a leader's effectiveness as well 

as the effect of related variables that may moderate the relationship between a leader's ethical 

behaviour and his or her effectiveness. The study concluded that ethical leaders are more 

effective, and that this conduct can contribute incrementally to understanding and forecasting a 

leader's effectiveness (Madanchian, Hussein, Noordin, & Taherdoost, 2016). 

 

In a similar vein, Alireza Nazarian and others (2021), - Examine the factors that independent hotel 

managers can influence in order to enhance organisational citizenship behaviour (OCB) by 

examining the link between leadership style and OCB utilising newly developed balanced 
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organisational culture and trust variables. Unlike most research, which have focused on chain 

hotels, this one looks into these linkages in Iran's independent hotels. The study also took into 

account the size of the organisation. In this context, it was discovered that neither transformational 

nor transactional leadership directly influences trust, but only through a balanced organisational 

culture, and that only transactional leadership had a direct association with OCB, contrary to 

earlier research. In addition, the association between trust and OCB was influenced by 

organisational size (Nazariana, Atkinson, Foroudi, Velayati, & Tabaghdehi, 2021). 

 

In a related study by Jiwon Park, Soo Jeoung Han, Jiyoung Kim and Woocheol Kim (2021), which 

looked at the structural links between transformational leadership, affective organisational 

commitment, and job performance, as well as the mediating role of employee engagement in 

these relationships. The study was carried out by using the data of 600 full-time employee working 

in Korean private businesses, structural equation modelling analysis and bootstrap estimations 

were performed to evaluate the structural correlations among the research variables. The findings 

of the data analysis reveal that, as a mediator, transformational leadership had a significant 

impact on employee affective organisational commitment and job performance. Employee 

engagement, in particular, partially mediated the process by which transformational leadership 

affects employee affective organisational commitment, but the relationship between 

transformational leadership and work performance was positively influenced. 

 

Research by Abdul Halim Busari, Sajjad Nawaz Khan, Siti Mariam Abdullah and Yasir Hayat 

Mughal (2019) on transformational leadership style, followership, and employee attitudes to 

organisational transformation are all elements to consider proves that revealed that 

transformational leadership style was linked to all three characteristics of employee reactions to 

organisational change (frequency of change, trust in management, and employee participation). 

Furthermore, the relationship between transformational leadership style and employee reaction 

characteristics is influenced by followership. The factors behind the phenomenon of 

transformational leadership and organisational change were investigated using a mixed methods 

study methodology. To gain a deeper understanding of the used relationships, a quantitative study 

design was followed by qualitative research questions. The primary goal of the qualitative 

research design was to complement and strengthen the findings of the main quantitative 

investigation. 
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As per on the research by Michael K. Mickson and Alex Anlesinya (2019), on the study of various 

leadership behaviours and their relative responsibilities. Based on this the goal of this study was 

to investigate the impact of transformational and transactional leadership behaviours on job 

satisfaction employee in Ghana,as well as to identify which of these two leadership behaviours is 

a stronger predictor of job satisfaction among these employee. The findings revealed that in 

Ghana's local service, both transformational and transactional leadership behaviours have 

considerable beneficial benefits on employee work satisfaction. Surprisingly, a closer assessment 

of the findings found that transactional leadership behaviour, rather than transformational 

leadership behaviour, is a greater predictor of work satisfaction in Ghana's local government. 

Furthermore, the data revealed that the impact of both leadership behaviours on job satisfaction 

may differ depending on the age, education level, and gender of employee. The study collected 

322 useable data from respondents via a questionnaire, and then utilised multiple regressions to 

analyse the data (Anlesinya, 2019).  

 

Based on the article on change leadership in the 21st century by Colette Dumas (2017) which 

investigate the field of change leadership in the start of the twenty-first century - it has proven 

that, based on the literature reviews in search of significant topics that are crucial to the field in 

the twenty-first century that change is a element which are required by the modern leaders.  In 

this study it was highlighted that “Changes” are fundamental adjustments o 21st century leaders 

for internal and external organisational connections and to be practiced to bring about these 

changes. In this research it was proven that through changes leaders can offer a more utilitarian 

consequentialist perspective, which is fit for twenty-first century organisational and environmental 

sustainability. In the study based on change-oriented leadership of the organization CEO has it 

direct effect on firm performance (Beinecke, 2017). The authors use content and process frames 

of reference to highlight major topics in the study of change leadership in 21st century. It was 

concluded that leaders need to switch from a "puzzle-solving" to a "mystery-solving" mind-set 

which a step-by-step procedure. An emerging pattern of self-organization can emerge from the 

continual interaction of system elements. New patterns arise throughout time as pieces of the 

system interact. In the 21st century organization are transitioning from a hierarchical, leader-

centric management structure to one that's more open and participatory. On this note, there is a 

greater emphasis on fostering cultures and teams that promote interpersonal leading, enabling, 

and developing others, as well as engaging individuals who are affected by change and aligning 
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work with change. In 21st century, leaders must be aware of their surroundings, question 

conventional thinking, articulate a compelling vision, develop coalitions, transfer ownership to a 

functioning team, persevere, and make everyone a hero. 

 

As shown in a study by Tan Bee Wen, Theresa C. F. Ho, Beni Widarman Yus Kelana, Rafidah 

Othman, and Obed Rashdi Syed (2019), leaders must demonstrate leadership that can boost 

employee performance and direct followers to achieve organisational goals. The goal of this 

research was to understand more about the relationship between leadership and employee 

performance by looking at the work patterns and productivity of employee. Employee are the 

company's most critical drivers, and this study reveals that leadership style has a significant 

impact on employee performance and efficiency (Wen & Theresa C. F. Ho, 2019). Employee in 

the Malaysian private sector were the subjects of the study. In this study, employee in managerial 

and non-managerial positions was be chosen as respondents. 

 

The study conducted by Jember Belete (2020), on the “The Impact of Leadership Style on 

Employee Performance in Government Offices in Kaffa Zone, South West Ethiopia’ concluded 

that there was a great deal of doubt in the practise of leadership because most leaders are 

autocrats while employee practised democratic leadership. The researcher proposes that teams 

be empowered by establishing motivation teams and giving them a measure of power and 

authority, and that authoritarian leadership be reduced by providing training that promotes 

professionalism and transparency for employee performance. The research was carried out 

based on a layered selection strategy employing a basic random method, where the researcher 

picked 392 employees as a sample from a total of 19947 employee. However, the information 

was gathered from only 360 employees. After the data was collected, it was evaluated 

qualitatively and quantitatively using SPSS version 24 and statistical analysis such as descriptive 

statistics, Pearson correlation, and reliability and validity tests were performed. 

 

Based on the study conducted by Adegboyega Olayisade and Olawumi D. Awolusi (2021) on 

examining the effect of leadership style on employee productivity in the Nigerian oil and gas 

industry using Chevron Nigeria Limited as a case study- concluded that leadership styles 

significantly influence employee productivity due to varying leadership styles. The study was 



 

45 
 

carried out by using a five-point Likert scale questionnaire consisting of forty questions covering 

autocratic, democratic, bureaucratic, laissez-faire, transactional, charismatic leadership styles 

and employee productivity variables. The questionnaire was deployed to one hundred and twenty-

five respondents (125) and received ninety-three (93) valid responses. Statistical Package for the 

Social Sciences (SPSS) was used to analyse respondent responses.  

 

According to a study conducted by Adegboyega Olayisade and Olawumi D. Awolusi (2021), on 

examining the effect of leadership style on employee productivity in the Nigerian oil and gas 

industry using Chevron Nigeria Limited as a case study, leadership styles have a significant 

impact on employee productivity. A five-point Likert scale questionnaire with forty items was used 

to conduct the research, which covered autocratic, democratic, bureaucratic, laissez-faire, 

transactional, charismatic leadership styles, and employee productivity characteristics. One 

hundred and twenty-five people (125) completed the survey, and ninety-three (93) valid replies 

were obtained. Respondent responses were analysed using the Statistical Package for the Social 

Sciences (SPSS). 
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2.4 Conceptual framework  

Independent Variable                                                                                             Dependent Variable                                                                                                                                               

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2.7 : Conceptual Framework 
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2.5 Hypothesis Development  

This research is based on the leadership style as per Kurt Lewin Leadership Model, Additional 

leadership style on Ethical Leadership, Transactional Leadership, Transformational leadership 

style and 21st century leadership style. Thus, as stated below are the developed from this study:  

 

Figure 2.8 Hypothesis Development 

H1: Autocratic leadership has significant  positive  influence  on employee 

performance 

H2: Laissez-faire leadership has significant  positive influence  on employee 

performance 

H3: Democratic leadership has  significant positive influence on employee 

performance 

H4: Ethical leadership has significant positive impact on employee performance 

H5: Transformational leadership  has significant  positive influence  on employee 

performance 

H6: 21st century leadership has  significant positive influence  on employee 

performance 

H7: Transactional leadership has significant positive impact on employee 

performance 

 

2.6 Summary of Chapter 2  

The purpose of this chapter is to build a theoretical framework based on the researcher's problem 

statement and on the objective of this research. In order to avoid any misunderstandings, we 

looked into the theory that related to the research objectives and research questions in depth 

before proposing the conceptual framework. The conceptual framework was developed in such a 
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way that the sequel can be understood and as we believe that there is a relationship between 

each of the variables in this research.  

 

On the part of the empirical research, is provide to give as much detail as possible on the study 

that has been done earlier on any issues that are linked to this research. The empirical research 

from past researchers is taken into consideration while conducting this research. Based on the 

findings of the previous study, it helps in identifying which component of this study area requires 

improvement and how the study should be undertaken on the difficulties, as well as understanding 

on the area as how the researchers focus on it to carried tout the research. 

 

Along the journey, by the empirical research efforts to get a better grasp of this research field, 

where with such information collected from the empirical component has helped in providing a 

better understanding, as well as developing the framework concept which are designed to fulfil 

the requirements of the research objectives and research findings. 

 

The theoretical framework has been discovered and categorized to a high degree of accuracy. 

The relationship between each variable has been detailed, as well as how we expect this 

relationship to develop based on our hypothesis. The hypothesis generated by this research is 

sufficient for the purpose of this study because it is testable, directed, and non-directional. This is 

not an issue in this scenario because the researcher is aware of the hypothesis standard 

process's requirements and needs. This research covers the issue of problem statement, 

research objectives, and questions, the importance of the study, the organisational structure of 

the study, the theoretical foundations, empirical research, proposed conceptual framework, and 

hypothesis formulation in great depth. By the end of the second chapter, it allows the researcher 

to work through the research in stages rather than leaping to conclusions in each section of the 

research. Similarly, chapter 1 and 2 have been put to the test in accordance with the research 

criteria. 
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CHAPTER 3 

RESEARCH METHODOLOGY 

3.1 Introduction  

This chapter provides an in-depth explanation of the methodologies used to study the impact of 

leadership style on employee performance in F& B industry in Malaysia.   In this chapter the 

following items namely design, population, sampling strategy, data collecting method, 

operationalization and measurement, and independent variables will be covered. In addition, this 

chapter discusses data analysis and data, as well as the conclusion. The purpose of this study is 

to determine the impact of leadership style on employee performance in the Malaysian F&B 

Industry.  

 

3.2 Research Design 

The approach for collecting data, analysing it, and measuring the study's components is known 

as research design.The technique for collecting data, analysing it, and measuring the study's 

components is called research design. In research design there are namely six (6) elements 

known as  :  

1) Purpose of the study  

2) Type of investigation 

3)  The extent of researcher interference  

4) Study setting, 

5)  Time horizon  

6) Unit of analysis 

 

This research is quantitative research that study the impact of leadership style on employee 

performance. To obtain data, a quantitative study design was created. Researchers can use 

quantitative approaches to test the link between variables. Because this study is conducted in a 

natural setting of F&B workers workplace, such as restaurant, supermarket, and many other, 
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hence the researchers' involvement with the usual flow of work is limited. The research was 

carried without any interference that no controlled and environment and was performed in one 

time. In most cases, the researcher only had a minor impact on the daily flow of work. 

Furthermore, the researcher ensured that there will be no breach of confidentiality (in terms of 

personal information and responses). In order to manage the respondents trust issue in answering 

the survey, secrecy was ensured to avoid any unwanted complications.  

 

The purpose of this study setting is on hypotheses testing that is to test the relationship between 

the independent variables and dependent variables. This study focusses on F&B workers and 

employee in collecting data. Hence the investigation was carried out by non-probability via non-

contrived setting. The data was collected by distributing the set of survey questionnaires 

respondent in order to carry out the research.   
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Figure 3.0: Research Design 

Problem Statement  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Author’s own interpretation 

 

 

 

Problem Statement 

Purpose on the Study 

- To study the  impact of Leadership style on employee performance  

 

Data collection Method 

-  Questionnaire Method 

Investigation/Technique  &  Strategy 

-Non Probability via convenient sampling 

 

Setting of the collections 
- Likert Scale 

 

Measurement Method 

- Based on conceptual and hypothesis framework 
 

Timeline Setting 
- a long-term study 

 

Analysis of Data 

Statistical Package for the Social Science 

(SPSS) 
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3.3 Study Population, Sample & Sampling Procedures 

In this research, the entire number of people from whom a sample may be obtained was the 

“target population”. The target population was also known as the “target audience” (Fen, Shahar, 

Rosli, & Hasliza, 2020) . A target audience or respondent who could be a certain set of individuals 

coming from F&B industry.  

 

The employees and workers were the study's target population who works in the F&B service 

industries industry in Malaysia. The study's target audience/population was employed people in 

the food service industries, which consist of both male and female employees. There are roughly 

1.08 million people employed in Malaysian F&B industry as per   United Nations World Tourism 

Organization, statistics (Hirschmann, 2020). However only 411 respondent was approached to 

collect data for this research. The target papulation and audiences involvement was entirely 

voluntary. 

 

The method used in collecting the data was based on quantitative approach which involved non 

probability method in evaluating the facts and data collected using statistical tools. A five-point 

Likert scale questionnaire was created to make it easier for respondents to response to 

questions based on their level of agreement and understanding (Khajeh E. H., 2018). 

 

Any employee in the food and beverage business, such as restaurants or fast-food franchises, 

was eligible to participate in this study as long as they can communicate in English and 

complete the survey. 

 

There were about  411 respondents in this study who was  was used  to collect   data on the 

studying the Impact of leadership style on employee performance in malysian , using convenience 

sampling technique. The convenience sampling approach was used because it is inexpensive, 

simple, and has a large number of individuals. 
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3.4 Data Collection Method  

In this study, the researchers handed questionnaires to approximately 400 workers in the food 

and beverage business. The questionnaire was utilised as a research tool to collect data from 

target respondents in a secure manner. The data was gathered in a short amount of time because 

respondents could complete the survey in a few minutes. In the month of December 2021, the 

data collection began. The researcher has used primary data and secondary data in collecting. 

 

3.4.1 Primary Data  

Primary data is described as first-hand data collected from original sources in order to assist the 

researcher in gathering additional information and answering the study question. A quantitative 

technique is the questionnaire survey form. This study will use a questionnaire because it is a 

convenient way to get information from respondents. Furthermore, the information was gathered 

directly from the target sample.  

 

3.4.2  Secondary Data  

Secondary data is information obtained from other sources, such as journals, websites, articles, 

and databases. Since,secondary data is made available to readers, it can be separated over time. 

For this study, journals and papers are frequently used as reference sources. It assists the 

researcher in obtaining additional information and provides a strong signal that the source is 

accurate and fact-based. In addition, the researcher obtains secondary sources from Google 

Schola, Emerald and Scopus journals in order to gain access to a wider range of articles. 

 

3.5 Operationalisation and Measurement 

A questionnaire is used to collect data and knowledge for the investigation. The research used a 

5-point Likert scale to measure the respondent's opinion with the question.The method used in 

collecting the data was based on quantitative approach which involved non probability method in 

evaluating the facts and data collected using statistical tools. A five-point Likert scale 

questionnaire was created to make it easier for respondents to response to questions based on 

their level of agreement and understanding (Khajeh, 2018).Bass and Avolio's (2004) Multifactor 

Leadership Style Questionnaire (MLQ) was used to administer the questionnaires. The MLQ was 

abridged and has a five-point Likert-type scale arrangement of: 
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 1) Strongly Disagree; 2) Disagree; 3) Neither Agree nor Disagree; 4) Agree; 5) Strongly 

Agree. 

 The questionnaire will be separated into three (3) sections: A, B, and C. Section A of the 

questionnaire includes questions about age, gender, highest academic qualification, designation, 

working experience (years), kind of business / firm, nature of F&B business, and location of outlet. 

Simultaneously, section B questions about leadership style were asked. In addition, in section C, 

there are questions about the performance of staff. 

This study's conceptual model specifies which factors to investigate and how each variable 

impacts the study's outcomes. The research will be focused on the establishment of a clear 

conceptual and hypothesis framework, avoiding time waste and going beyond the scope of the 

investigation. 

 

3.5.1 Independent Variables 

In this study, the researchers will investigate the independent variables that have been 

established, with the goal of proving that there is a relationship between each of them and the 

meditation variables. The independent variables that have been labelled based on the hypothesis 

statement that are ; 

 

H1 : Autocratic leadership style ;H2 : Laissez-faire leadership style ;H3 : Democratic leadership 

style ;H4 : Ethical leadership  style;H5: Transformational leadership  has positive impact on 

employee performance ;H6 : 21st century leadership style;H7: Transactional leadership style, and 

how this leadership can influence the dependent variables such as employee performance in a 

positive or negative ways. The independent factors account for the dependent variables' variance. 
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3.5.2 Dependents Variables  

Employee performance are the study's dependent variables, which are in line with the study's 

conceptual framework. The purpose of this study is to better understand, predict, and explain the 

effects of these variables. 

 

3.6 Data Analysis Techniques  

Analysis is the process of using logic to gain a better understanding of a subject. Identifying a 

logical pattern and summarising the essential information given by the study could be part of the 

data analysis technique. The data analysis procedure begins when all of the data from the 

respondents has been collected. The data was coded before being evaluated and after the 

surveys have been gathered. The Statistical Package for Social Science (SPPSS) 25 for Windows 

was used to analyze the data. Reliability Analysis, Descriptive Analysis, Hypothesis testing, and 

Multiple Regression will all be performed using this programme by the researcher. 

 

3.6.1 Reliability Analysis  

The survey data is subjected to a reliability test to see if it is suitable for analysis. The degree to 

which a measure is error-free and assures consistent measurement across time and across the 

instrument's many components is determined by its reliability. The Cronbach's alpha test was  

used to measure the accuracy of multiple-choice surveys using the Likert scale. It can be difficult 

to evaluate some variables. As a result, the Cronbach's alpha test shows if the test scheme 

appropriately evaluates the variable. 
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Figure 3.1: Interpretation of Cronbach’s Alpha 

No  Cronbach’ Alpha  Internal Consistency  

1. < 0.6  Poor  

2. 0.6 to < 0.7  Moderate  

3. 0.7 to < 0.8  Good  

4. 0.8 to < 0.9  Very Good  

5. ≥ 0.9  Excellent  

Source: (Hair, Money, Samouel & Page, 2007) 

 

3.6.2 Descriptive Analysis Technique  

Descriptive analysis is a technique for statistically explaining, examining, and summarising the 

key characteristics of a set of data, which might be a representation of the complete population 

or a subset of it. 

Figure 3.2: The Mean Score Level 

The Level  The Mean Scored (From-To)  

1.Low  1.00 - 2.33  

2.Moderate /Average  2.34 - 3.67  

3.High  3.68 - 5.00  

Source: (Kosnin & Lee, 2008) 

 

Under the descriptive analysis techniques, the research aims to understand the validity of the 

scale used in this study. A correlation study was used to assess the linear relationship between 

leadership styles and their impact on employee performance. 
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The data were evaluated using SPSS software will be used to determine its efficacy of the data 

collected before deriving any conclusion of this study. For example, in this research the 

demographics information where the participants characteristics is measured by gender, age, job 

and position and also salary range in order to know the impact of  leadership  style on  employee 

and organizational performance. In order word, this research focus on collecting dated on 

quantifiable information which will later to be used on as quantitative analysis of the population 

sample. 

  

3.7  Multiple Regression Analysis  

A multiple regression model expresses the relationship between the independent variables that 

influence or affect the dependent variable. It also shows the independent variables’ most 

important effect on the independent variables. 

 

3.8 Summary  

This chapter describes the researcher's methodology for assessing the dependent and 

independent variables. In addition, this chapter discussed the study design, demographic, and 

sampling technique. The most typical way of data collection is through a set of survey 

questionnaires. This chapter delves more into the objective of each data set, as well as the data 

gathering process, which must be dependable and fit the research's goals. Following that, the 

data will go through an operational process to determine the value of various variables associated 

with it. Finally, the data analysis and procedures are discussed in order to present the research's 

final outcome. 

 

 

 

 

 

 

 

 

 



 

58 
 

CHAPTER 4 

RESULTS AND DISCUSSION 

4.1  Introduction 

The major goal of this chapter is to present the analyses and recommendations based on primary 

data collected by surveying Malaysian F&B personnel. The results of the survey, as well as the 

results of the multiple regression analysis technique utilised and the outcomes of the hypothesis 

testing, are reported in this chapter. SPSS was used to analyse the data from the survey 

respondent response. A total of 411 completed questionnaires were obtained. The questionnaire 

deployed in this study adopted the measurement items used in a prior study by Abdul Basit (2016). 

 

4.2  Respondents’ Profile 

The respondents in this survey were all Malaysian employees and workers in the food and 

beverage industry. With a workforce of more than 18 million people, it was important to utilise a 

statistical model to calculate the sample size. Thus, Taro Yemane's (1967) approach was used 

to calculate the population on important factors with a high degree of probability, in order to obtain 

a representative sample size for this survey's researchers, while taking into account the 

implications for cost, time, and precision of the sample estimate (M.Adam, 2020). 

 

As a result, the comprehensive respondent’s profile, which includes their gender, age, working 

experience, education level, state, job designation, and business kind of business or organisation, 

is based on the responses obtained from 411 respondents who filled out the survey form. It is vital 

to gain some insight into the demographic and socioeconomic characteristics of the respondents 

in this research before evaluating the data from the samples. This is a popular strategy for setting 

the stage for the analysis to come. Gender, age, work experience, education level, state, job title, 

and business kind are among the variables discussed here, and each is expected to have a major 

impact on how the results are interpreted (refer to table below). 
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Table 1 : Gender 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

Female 89 21.7 21.7 21.7 

Male 322 78.3 78.3 100.0 

Total 411 100.0 100.0  

 

According to the responses we received from 411 respondents, the majority of them are male 

(78.3%), with females accounting for 21.7 percent. 

 

Table 2 : Age Group 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

20-24 22 5.4 5.4 5.4 

25-30 204 49.6 49.6 55.0 

31- 35 43 10.5 10.5 65.5 

36-40 30 7.3 7.3 72.7 

41-45 32 7.8 7.8 80.5 

46-50 12 2.9 2.9 83.5 

51 - 55 19 4.6 4.6 88.1 

56 - 60 49 11.9 11.9 100.0 

Total 411 100.0 100.0  

 

As shown in Table 2, the top five age groups are between the ages of 25 and 30, accounting for 

49.6% of the overall sample. Respondents between the ages of 56 and 60 make up 11.9 percent, 

31 to 35 make up 10.5 percent, 41 to 45 make up 7.8 percent, and 36-40 make up 7.3 percent 
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Table 3 : Working Experiences 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

11-14 229 55.7 55.7 55.7 

15 - 20 70 17.0 17.0 72.7 

21 - 24 39 9.5 9.5 82.2 

25 - 30 58 14.1 14.1 96.4 

More than 30 years 15 3.6 3.6 100.0 

Total 411 100.0 100.0  

 

As presented in Table 3, all respondents (100%) had prior job experience. This could be owing to 

the researcher's use of a non-probability and convenient sampling technique. The survey was 

distributed to respondents who are easily accessible, with geographical proximity, available at a 

given time, or willing to participate because the study needs to be finished within a three-month 

deadline. 

 

Table 4: Education Level 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Non-Tertiary 75 18.2 18.2 18.2 

Tertiary Level 336 81.8 81.8 100.0 

Total 411 100.0 100.0  

 

As described in Table 4, 81.8 percent of respondents have tertiary education, while 18.2 percent 

have non-tertiary education. The substantial proportion of respondents with a tertiary education 

can be explained by the respondent's urban upbringing (Tan, 2015). 
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Table 5: State of Respondents   

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Federal Territory Kuala Lumpur 59 14.4 14.4 14.4 

Federal Territory Putrajaya 4 1.0 1.0 15.3 

Johor 10 2.4 2.4 17.8 

Kedah 3 .7 .7 18.5 

Melaka 5 1.2 1.2 19.7 

Negeri Sembilan 5 1.2 1.2 20.9 

 

Pahang 3 .7 .7 21.7 

Penang 5 1.2 1.2 22.9 

Perak 8 1.9 1.9 24.8 

Perlis 8 1.9 1.9 26.8 

Sabah 6 1.5 1.5 28.2 

Sarawak 10 2.4 2.4 30.7 

Selangor 285 69.3 69.3 100.0 

Total 411 100.0 100.0  
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Table 5 shows that 69.3% or 285 respondents, are from the state of Selangor, while 14.4% are 

from the Federal Territory Kuala Lumpur region. Sarawak and Johor, with 2.4 percent each, while 

Perak and Perlis, with 1.9 percent each, and Sabah, with 1.5 percent of the total respondents. 

The study did not manage to get any respondent from Terengganu and Kelantan. 

 

Table 6: Job Designation 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Lower Level Mgm 224 54.5 54.5 54.5 

Middle Level Mgm 115 28.0 28.0 82.5 

Higher Level Mgm 72 17.5 17.5 100.0 

Total 411 100.0 100.0  

 

In the survey, 54.5 percent of respondents were from lower-level management, 28 percent from 

middle-level management, and 17.5 percent from higher-level management. 
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Table 7: Business Types 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Partnership 228 55.5 55.5 55.5 

Private limited (Sdn. Bhd.) 86 20.9 20.9 76.4 

Public limited (Bhd.) 24 5.8 5.8 82.2 

Sole proprietor 73 17.8 17.8 100.0 

Total 411 100.0 100.0  

 

As for business type, 55.5 percent of respondents were employed in partnership businesses, 

while 20.9 percent were employed in private limited businesses. In addition, 17 percent of the 

respondents were sole proprietors and owners of the business. Further, only 5.8% of the 

respondents were employed in public limited companies. 

 

4.3  Reliability analysis of the instruments 

RELIABILITY ANALYSIS 

Cronbach’s alpha reliability coefficient was calculated to test the reliability analysis of measures 

across all construct’s items. According to Kharuddin et al. (2020), when the coefficient alpha is 

greater than 0.70, it indicates that high internal consistency of all instruments, hence convergent 

validity is supported. 

Table 8 shows the Cronbach’s alpha coefficient for all variables. The results revealed that all eight 

of the variables have acceptable reliability (internal consistency). From the Table 4.8, democratic 

leadership Cronbach’s alpha value is 0.797, follow by laissez-faire leadership which is 0.843, 

autocratic leadership (0.825), transactional leadership (0.777), ethical leadership (0.869), 

transformational leadership (0.898), 21st century leadership (0.892) and employee performance 

is 0.921. In summary, 100% instruments had high internally consistency (> 0.70). 
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Additionally, Average Variance Extracted (AVE) was also measured which can support and better 

reflect the characteristics of each research variable in the model as suggested by Arbuckle, J.L., 

(2010). As suggested by Suprapto, W and Stefany, S, (2020), the minimum recommended 

Average Variance Extracted (AVE) value is 0.5, however, the value of 0.4 is still acceptable.  

Table 9 shows the results of AVE. In Table 9, it indicates that the AVE value for autocratic 

leadership is 0.397, follow by laissez-faire leadership which is 0.480, democratic leadership 

(0.432), transactional leadership (0.404), ethical leadership (0.528), transformational leadership 

(0.588), 21st century leadership (0.583) and employee performance shown value of 0.528. Thus, 

the overall indicators for each variable are declared reliable as they have an AVE value greater 

than the minimum score of 0.4 except autocratic leadership.  

Autocratic leadership’s Cronbach’s alpha value is 0.797, follow by laissez-faire leadership which 

is 0.843, democratic leadership (0.825), transactional leadership (0.777), ethical leadership 

(0.869), transformational leadership (0.898), 21st century leadership (0.892) and employee 

performance is 0.921. 

Table 8: Reliability Cronbach’s Alpha, α. Cutt-off Value (> 0.70) 

Items Constructs and Measurement Cronbach's 

Alpha, α 

AUTOCRATIC LEADERSHIP 0.797 

LAISSEZ-FAIRE LEADERSHIP 0.843 

DEMOCRATIC LEADERSHIP 0.825 

TRANSACTIONAL LEADERSHIP 0.777 

ETHICAL LEADERSHIP 0.869 

TRANSFORMATIONAL LEADERSHIP 0.898 

21ST CENTURY LEADERSHIP 0.892 

EMPLOYEE PERFORMANCE 0.921 
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Table 9: Average Variance Extracted (AVE). Cutt-off Value (> 0.40) 
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4.4  Hypothesis Testing 

From Table 10, the results indicated that autocratic leadership has insignificant negative influence 

on employee performance where (β = -0.017, S.E = 0.043, p = > 0.05). Thus, this means that H1 

is not supported. 

H1 Autocratic leadership has significant negative influence on employee performance 

Table 10: Research hypothesis test finding for autocratic leadership 

Hypothesized Effects Std. Estimate 

(β) 

S.E P Support 

H1 Autocratic leadership has significant negative influence on 

employee performance 

-0.017 0.043 0.691 Rejected 

***: p<0.001; **: p<0.01; *: p<0.05 

 

While from Table 11, the results indicated that laissez-faire leadership also has significant positive 

influence on employee performance where (β = 0.457, S.E = 0.038, p = < 0.05) therefore that H2 

is supported. 

 

H2 Laissez-faire leadership has significant positive influence on employee 

performance 

Table 11: Research hypothesis test finding for laissez-faire leadership 

Hypothesized Effects Std. Estimate 

(β) 

S.E P Support 

H2 Laissez faire leadership has significant positive 

influence on employee performance 

0.457 0.038 0.000 Accepted 
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Though from Table 12, the results indicated that democratic leadership also has significant 

positive influence on employee performance where (β = 0.250, S.E = 0.044, p = < 0.05) therefore 

that H3 is supported. 

 

H3 Democratic leadership has significant positive influence on employee performance 

Table 12 : Research hypothesis test finding for democratic leadership 

Hypothesized Effects Std. Estimate 

(β) 

S.E P Support 

H3 Democratic leadership has significant positive 

influence on employee performance 

0.250 0.044 0.000 Accepted 

 

From Table 13, the results indicated that transactional leadership also has significant positive 

influence on employee performance where (β = 0.435, S.E = 0.044, p = < 0.05) therefore that H4 

is supported. 

H4 Transactional leadership has significant positive influence on employee 

performance 

Table 13 : Research hypothesis test finding for transactional leadership 

Hypothesized Effects Std. Estimate 

(β) 

S.E P Support 

H4 Transactional leadership has significant positive 

influence on employee performance 

0.435 0.044 0.000 Accepted 

 

Whereas from Table 14, the results indicated that Ethical leadership also has significant positive 

influence on employee performance where (β = 0.483, S.E = 0.038, p = < 0.05) therefore that H5 

is supported. 
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H5 Ethical leadership has significant positive influence on employee performance 

Table 14 : Research hypothesis test finding for ethical leadership 

Hypothesized Effects Std. Estimate 

(β) 

S. E P Support 

H5 Ethical leadership has significant positive influence on 

employee performance 

0.483 0.038 0.000 Accepted 

 

From Table 15, the results indicated that transformational leadership also has significant positive 

influence on employee performance where (β = 0.452, S.E = 0.039, p = < 0.05) therefore that H6 

is supported. 

H6 Transformational leadership has significant positive influence on employee 

performance 

Table 15 : Research hypothesis test finding for Transformational leadership 

Hypothesized Effects Std. Estimate 

(β) 

S.E P Support 

H6 Transformational leadership has significant positive 

influence on employee performance 

0.452 0.039 0.000 Accepted 

 

Further, from Table 16, the results indicated that 21st Century leadership also has significant 

positive influence on employee performance where (β = 0.478, S.E = 0.037, p = < 0.05) therefore 

that H6 is supported. 

H7 21st Century leadership has significant positive influence on employee performance 

Table 16 : Research hypothesis test finding for 21st Century leadership 

Hypothesized Effects Std. Estimate 

(β) 

S.E P Support 

H7 21st Century leadership has significant positive influence on 

employee performance 

0.438 0.037 0.000 Accepted 
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4.5  Multiple Linear Regressions (MLR)  

In MLR, the mean response of each construct was first computed before proceeding to the 

analysis. For each of the following paths, the significance of independent variable(s) towards the 

corresponding dependent variable was determined by using multiple linear regression. From the 

analysis, insignificant variable(s) in each path is/are dropped from the model.  

 

4.6  Hypothesis Testing of Research  Model  

Model 1:  

Employee Performance = β0 + (Democratic leadership) β1 + (Laissez-faire leadership) β2 + 

(Autocratic leadership) β3 + (Transactional leadership) β4 + (Ethical leadership) β5 + 

(Transformational leadership) β6 + (21st Century leadership) β7 + ε 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 1.872 .205  9.148 .000 

MEANDL -.104 .045 -.121 -2.337 .020 

MEANLFL .187 .073 .207 2.566 .011 

MEANAL -.009 .043 -.010 -.207 .836 

MEANTSL .276 .060 .279 4.597 .000 

MEANETL .089 .082 .097 1.080 .281 

MEANTFL -.010 .083 -.011 -.120 .905 

MEANCL .166 .076 .188 2.184 .030 

a. Dependent Variable: MEANEP 

 



 

70 
 

In model 1, four independent variables (democratic leadership, laissez-faire leadership, 

transactional leadership and 21st Century leadership) have significant contribution towards 

employee performance. However, three factors (autocratic leadership, ethical leadership and 

transformational leadership) were been excluded from the model because the significance 

contribution towards employee performance factor is too low.  

In model 2, four independent variables (democratic leadership, laissez-faire leadership, 

transactional leadership and 21st Century leadership) were confirmed to significantly contributing 

to employee performance and can be deduced as key predictors of employee performance.  

Model 2:  

Employee performances = β0 + (Democratic leadership) β1 + (Laissez faire leadership) β2 + 

(Transactional leadership) β3 + (21st Century leadership) β4 ε 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 1.864 .190  9.815 .000 

MEANDL -.104 .043 -.122 -2.437 .015 

MEANLFL .199 .056 .220 3.558 .000 

MEANTS

L 
.280 .057 .281 4.871 .000 

MEANCL .222 .056 .251 3.940 .000 

a. Dependent Variable: MEANEP 

This chapter outlines the survey response analysis, establishes measurement validity, reliability, 

data analysis and hypotheses testing. In conclusion, six hypotheses are accepted, showing that 

individually, democratic, lasses-faire, transactional, transformational, ethical and 21st Century 

types leadership, has significant positive influence on employee performance.  
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Table 17:   Summary of Hypotheses’ Findings 

No Hypothesis Result  

1. Autocratic leadership has significant positive influence om employee 

performances  

Rejected  

2. Laissez-faire leadership has significant positive influence on employee 

performance  

Supported 

3. Democratic leadership has significant positive influence on employee 

performance 

Supported 

4. Transactional leadership has significant positive influence on employee 

performance 

Supported 

5. Transformational leadership has significant positive influence on employee 

performance 

Supported  

6. 21st Century leadership has significant positive influence on employee 

performance 

Supported  

7. Ethical leadership has significant positive influence on employee 

performance  

Supported  

 

Nevertheless, when these leadership styles are combined, only democratic, laissez-faire, 

transactional and 21st Century leadership styles have significant effects on employee 

performance. 
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CHAPTER 5 

CONCLUSION 

 

5.1  Introduction 

This chapter serves as a platform for discussion of previous chapters completed prior to the 

results analysis in Chapter 4. Aside from that, a number of recommendations will be highlighted 

as references for future research on the subject. It is intended that as a result of this research, 

future researchers would be able to benefit from it by using it as a source of reference or reading 

material. 

 

5.2  Recap of major findings. 

Based on the findings of the results, we can conclude that six hypotheses are accepted. Employee 

performance in Malaysia's F&B industry is heavily influenced by acknowledged hypotheses. After 

all, research is about doing an analysis to generate data that will lead to decisions, thus it's 

important to have confirmation that a hypothesis is statistically significant in the findings. As a 

result, everything in the study is only relevant in portion of the continuity and needs to be 

reevaluated in light of current research and discoveries. Validation is required from time to time 

in order for research to be concluded as current. Each of the aforementioned hypotheses has a 

weight that influences employee performance, and one of the primary aspects that can influence 

the research is the time frame in which it is conducted. It is true that different groups of 

respondents have diverse viewpoints, but when there was not much to pick from, the majority of 

responders will have nearly the same response.  

 

The results in the reliability analysis as per the Average Variance Extracted (AVE) shows that the 

independence variable namely by Laissez faire leadership which is 0.480, democratic leadership 

(0.432), transactional leadership (0.404), ethical leadership (0.528), transformational leadership 

(0.588), 21st century leadership (0.583) and employee performance shown value of 0.528. Thus, 

the overall indicators for each variable are declared reliable as they have an AVE value greater 

than the minimum score of 0.4 except autocratic leadership significant effect towards employee 

performance. Apart from that, the Sig value from the Coefficient table shows that the p-value is 
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.000 < 0.05 and thus it could be assumed that these factors influence the employee’s job 

performance in this sector. 

 

5.3  Research Implication 

There are three ( 3) research implications that could be derived from this study namely : 

I. This research will assist leaders in acting and having backup plans with specific leadership 

styles in offering direction, implementing goals, and inspiring people, resulting in improved 

employee work performance. 

II. Managers require to have good leadership skills to improve  employee performce . As 

through their leadership capacity, they will be able to coordinate and regulate 

subordinates' actions and to develop a suitable degree of motivation toward the 

organization's goals.This is because , the level of power and control exercised on the work 

by the manager and subordinates can be used to classify the kind and style of leadership 

which will impact the employee. 

III. This study will motivate any group in charge of an organisation to determine the best 

strategies to maintain or increase the positive impact of leadership style on employee 

performance. 

 

5.4  Research Limitation  

There were several limitations faced by the researcher in conducting this research. 

I. The researcher found it difficult to reach the required number of respondents for the study 

and to use probability sampling strategy. This is mainly due to the Covid-19 pandemic and 

restrictions set by the Malaysian authorities, which have limited the researcher's ability to 

collect data. Nonetheless, a total of 411 completed surveys were gathered by the researcher 

after visiting numerous F&B restaurants, companies, stores, and outlets to collect data. 
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II. Because the time and effort required to reach a large number of possible respondents is 

huge, many potential respondents were reluctant or unable to complete the questionnaire. 

Aside from that, some respondents may not be truthful and serious in their responses to the 

survey. Some responders, for example, may not give their complete attention to each 

question in the questionnaire, instead simply answering the question without reading it 

properly and providing an answer. As a result, the researcher's ability to learn more about 

the impact of leadership style on employee performance is restricted. 

 

III. This study examined the impact of only seven (7) independent variables on employee 

performance: autocratic leadership, laissez-faire, democratic, transactional, 

transformational, ethical, and 21st century leadership. Aside from these seven independent 

variables, no other factors were investigated in this study. However, many other elements, 

including ability, competence, rewards, and awareness, can influence employee 

performance and many other different leadership styles. As a result, the study is not 

representative, and it is difficult to identify and characterize the factors that may have greater 

influence on employee performance. 

 

5.5  Conclusion  

This study looked into the impact of leadership style on employee performance in the Malaysian 

food and beverage industry. The researcher investigated how the said independent variables 

such as autocratic, laissez-faire, democratic, transactional, ethical, transformational, and 21st 

century leadership influence dependent variables such as employee performance in the 

Malaysian F&B service businesses. The findings of the study are explained in this section. 

 

The first objective of this research was to assess the impact of Lewin’s leadership styles 

(autocratic, democratic and laissez-faire) on employee performance in F&B service industry in 

Malaysia. Based on the result of SPSS statistics after analyze the data collected form the 

respondents, it showed as for H1 results indicated that autocratic leadership has insignificant 

negative influence on employee performance where p value is 0.691 which is more than 0.05. 

that makes the H1 is not supported. This is in line with some past research by Kalu Dolly 

C,Okpokwasili Nonyelum (2018); Asif Hussain , Xue Yang , Lu Yali , Asma Ibrahim & Samina 
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Hussain (2020) , which has proven that autocratic leadership style, shows a significant negative 

impact on employee performance. This style of leadership tended to have work groups that were 

less productive and subordinates showed a high degree of dissatisfaction on the job. Therefore, 

autocratic leaders tend to limit the performance of subordinates.  

 

Whereas the result also showed that, H2, laissez-faire leadership has significant positive influence 

on employee performance where (β = 0.457, S.E = 0.038, p = < 0.05), therefore H2 is supported. 

Previous studies by Rochelle Joy Belonio (2012), Abdul Basit, Veronica Sebastian, and Zubair 

Hassan (2016) have recognized that laisse-faire leadership encouraged employees to put up the 

right attitudes or behavior to their job. According to Allen, Drevs & Ruhe (1999), employee 

commitment which consists of organisational and job commitment is   positively   related   to   job 

satisfaction, supervisory support and organisational career support. H3 result indicated that 

democratic leadership also has significant positive influence on employee performance where (β 

= 0.250, S.E = 0.044, p = < 0.05) therefore H3 is supported. The result is in accordance with those 

of earlier research by Sam Kris Hilton, Helen Arkorful and Albert Martins (2020), Irsa Kanwal and 

Rab Nawaz Lodh (2019) whereby employees benefited from democratic leadership because it 

allows them to voice and implement their creative ideas while also participating in the decision-

making process. 

 

The second objective of this research was to examine the effect of transformational and 

transactional leadership on employee performance. Based on the result of SPSS statistics after 

analyze the data collected form the respondents, results indicated that transactional leadership 

also has significant positive influence on employee performance where (β = 0.435, S.E = 0.044, 

p = < 0.05) therefore H4 is supported. The result is consistent with the past studies by Irsa Kanwal 

and Rab Nawaz Lodh (2019), Hira Khan, Maryam Rehmat, Tahira Hassan Butt, saira Farooqi and 

Javatial asim (2020) that employee performance was found to be improved through transactional 

leadership. This is because employees are frequently driven by the rewards elements associated 

with this leadership, resulting in job happiness. As a result, transactional leaders, according to 

Janssen and Yperen (2004), improve their followers' performance by enhancing their job 

happiness.  
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Furthermore, the SPSS findings revealed that transformational leadership had a considerable 

significant impact on employee performance where (β = 0.452, S.E = 0.039, p = < 0.05) therefore 

H6 is supported. The findings were also in consistent with and supported earlier research by A. 

Srinivasa Rao and Waheed Kareem Abdul (2015) that transformational leadership has significant 

positive impact on employee performance. Transformational leadership style has direct 

correlation with the employee performance and that they will be motivated by the leaders to 

achieve the organizational goals and to make their organizations effective and successful. In other 

words, the transformational leaders can enhance customer service and in turn improve the 

organizational performance through their leadership style.  

 

The third objective in this research was to determine the impact of ethical leadership on employee 

performance on F&B industry in Malaysia. Based on the SPSS result it shows results indicated 

that ethical leadership also has significant positive influence on employee performance where (β 

= 0.483, S.E = 0.038, p = < 0.05) therefore, H5 is supported. Ethical leadership has been shown 

to be favourably connected with employee performance due to a variety of outcomes, including 

lower turnover intentions Narges Kia, Beni Halvorsen and Timothy Bartram (2019), Riketta, 

(2005).  

 

Job satisfaction significantly enhanced due to ethical leadership Dick et al., (2004); Van 

Knippenberg and Van Schie (2000). Knippenberg (2000), proven that ethical leadership act as 

effect of extra-role behaviours on employee performance (Feather and Rauter, 2004). However, 

the results of this study are also inconsistent with some of the previous studies result which are 

namely done by Ida Ayu Putu Widani Sugianingrat, Sapta Rini Widyawati, Salustiano Dos Reis 

Piedade, Carla Alexandra de Jesus da Costa, and Wayan Gede Sarmawa (2018). According to 

the study, employee performance is unaffected by ethical leadership. Employee engagement, on 

the other hand, can help ethical leadership in increasing employee performance. 

 

Last but not least, the fourth objective in this research was to analyse the effect of 21st century 

leadership on employee performance on F&B industry in Malaysia. Based on the result of SPSS 

statistics after analyze the data collected form the respondents, results indicated that 21st Century 

leadership also has significant positive influence on employee performance where (β = 0.478, S.E 

= 0.037, p = < 0.05) therefore H7 is supported. This shows H7 has a significant influence on 

employee performances in F&B industry in Malaysia. There were many researches that showed 

that the employee performance was significantly influenced by the 21st century leadership. Denise 
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Kwan and Libi Shen's (2015) earlier study had backed up this result which proven that adopting 

to 21st century leadership style is about strengthening a leader's technical, knowledge, 

interpersonal, persuasion, and collaborative skills, all of which contribute to enhanced leadership 

diversity, greater job satisfaction, and improved employee job performance. This finding is in line 

with research conducted by John Knights, Danielle Grant, and Greg Young (2019), who found 

that 21st-century leaders are more self-aware, emotionally intelligent, and can use a variety of 

leadership styles for different situations, making them more authentic, ethical, and caring leaders 

who can create the conditions for their people to thrive. All of this adds up to long-term success 

and excellent employee performance. 

 

The researcher was able to describe the impact of leadership style on employee performance in 

the Malaysian food and beverage industry using the SPSS system. According to the findings, 

independent variables such as autocratic leadership, laissez-faire leadership, democratic 

leadership, transactional leadership, ethical leadership, transformational leadership, and 21st 

century leadership are all linked to employee performance in Malaysia's F&B food service 

industry. 

 

The overall result of this research has proven that the laissez-faire leadership, democratic 

leadership, transactional leadership, ethical leadership, transformational leadership, and 21st 

century leadership have significant influence on employee performance. This means that 

companies and businesses in F&B industry should adopt these leadership styles to make 

improvement on their employee performance. Leaders and managers in the food and beverage 

business must be aware that they can use a variety of leadership styles depending on the 

situation. They do not have to stick to only one leadership style all of the time (Altun, Necati, & 

Babayigit, 2020).  

 

Following that, suitable leadership style can produce a comfortable working environment, mutual 

respect, and mutual trust between leaders and subordinates, aided by a supportive work 

environment and kinship. Employees or subordinates may not feel overwhelmed by their 

responsibilities or tasks if they work in a pleasant setting (Mahendra Fakhri, 2020). As a result, 

most of the leadership styles may make valuable contributions (Mahendra Fakhri, 2020). The 

aforementioned leaderships style impact on employee performances were demonstrated to be 

significant in increasing the employee performance for F&B industry in Malaysian as shown by 

this research. The company's employee performance will be boosted even more with the correct 
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leadership style in place. The work atmosphere for employees can be improved by using a 

different leadership style. Employees can be educated and a positive atmosphere can be built 

with the right leadership style (Ariussanto, Tarigan, & Rismawati, 2020). 

 

 

5.6  Recommendations 

Future studies should identify more ways to distribute questionnaires, according to the researcher. 

This was due to the fact that efficiently disseminating the questionnaire would speed up the 

researcher's procedure and give him or her more time to study the results. For example, the 

questionnaire may be forwarded to the relevant industry and asked for assistance from the 

administrator, who would then allow the employees to complete the questionnaire. This could help 

the researcher collect data faster. 

 

 Besides that, this study focused only on the employee performance affected by different types of 

leadership style. The researcher suggests that future research could be conducted based on 

many other elements such as ability, competence, rewards, and awareness, can influence 

employee performance which should be studied together.  

 

The majority of those who responded to the survey were from the Federal Territory of Kuala 

Lumpur and Selangor. In the future, the survey should be distributed equally throughout all 

demographic groups, regions, and states to acquire more accurate results when studying the 

impact of leadership employee performance. People from other states or fields may have different 

perspectives on employee performance due to a variety of factors. 
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APPENDIX A – SURVEY QUESTIONAIRE 

COVER LETTER FOR QUESTIONNAIRE 

 

My name is Jasmeet Kaur and enrolled in the Master programme at Universiti Tun Abdul Razak 

(UNIRAZAK). For my research project, I am examining the “Impact of leadership on employee 

performance in the Food and Beverages (F&B) industry in Malaysia”. The data collection 

from this survey will help to determine the impact of several types and styles of leadership on 

employee performance. 

 

The research data is collected using a self-administered questionnaire. I am inviting you to 

participate in this research study by completing the survey. Your participation, in responding and 

completing the questionnaire is voluntary. Nevertheless, your contribution in this academic activity 

is deeply appreciated and valued.  

 

I thank you in advance for your time and kind assistance in completing this questionnaire. 

 

 

Best regards,  

Jasmeet Kaur  
H:018-376 1715 
E: meet27kaur27@gmail.com 
Postgraduate Student (UNIRAZAK)  
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QUESTIONNAIRE  

 

Please State Your Name (optional) 

 : ……………………………………………………………… 

(This information will be kept confidential and will not be mentioned in the research paper)  

 

 

SECTION A: DEMOGRAPHICS (GENERAL INFORMATION)  

Check Marking Response 

NO  QUESTION  Select/Circle the suitable   

answer  

1. Gender   Male      

 Female 

2. Age   20-24 

 26-30 

 31-34 

 35-39 

 40-44 

 45-49 

 50 - 54 

 55 - 60 

3. Highest Academic Qualification   Secondary school 

 Certificate level 

 Diploma level 

 Bachelor degree 

 Master degree 

 Doctoral degree  

 Other: ……………. 

(Please state) 
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4. Designation   Waiter / waitress 

 Cashier 

 Admin / account / service 

assistant 

 Executive  

 Senior executive  

 Supervisor 

 Assistant manager  

 Manager  

 Other:………(Please 

state) 

  

5. Working experience (years)    1 - 5  

 6 - 10 

 11 - 14 

 15 – 20  

 21 - 24 

 25 - 30 

 

6. Type of business / company  Sole proprietor 

 Partnership 

 Private limited (Sdn. Bhd.) 

 Public limited (Bhd.) 

 Other: …………. (Please 

state) 

7.  Nature of F&B business  Non-fast food non-high-

end restaurant 

 Non-fast food high-end 

restaurant 

 Fast food restaurant 

 Food or beverage 

manufacturing / 
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processing 

 Other: ………. (Please 

state) 

8. Location of outlet  Federal Territory Kuala 

Lumpur 

 Federal Territory 

Putrajaya 

 Selangor 

 Negeri Sembilan 

 Melaka 

 Johor 

 Penang 

 Kedah 

 Perak 

 Other:…………….(Please 

state) 
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PART B: LEADERSHIP STYLE  

 (Likert Scale marking response) 

The statements in this collection are designed to help you evaluate your feelings or perceptions 

about your immediate superior’s leadership style. You must rate yourself against each statement 

to reflect your level of agreement with the statement's suggestions, using the following ratings: 

1 = Strongly Disagree; 2 = Disagree; 3 = Neutral; 4 = Agree; 5 = Strongly Agree 

Please mark the box (cell) that represents your suitable level of agreement with a tick (√) or an 

(X). 

 

NO  LEADESHIP STYLE  1 2 3 4 5 

1. Autocratic Leadership 

a) My superior believes that staff need to be continuously monitored 

because they are unlikely to complete their tasks. 

     

b) My superior is a tyrant who bosses his staff around.      

c) My superior believes that in order to drive people to fulfil 

corporate goals, they must be offered prizes or punishments. 

     

d) My boss is the final decider of employee accomplishments.      

2. Democratic Leadership 

a) My boss involves us (the employees) in decision-making on 

matters that affect the department and/or the company as a 

whole. 

     

b) When workers require assistance, my superior is always ready 

and prepared to help. 

     

c) My superior promotes an open-door approach that allows for 

clear communication between him and his employees. 

     

d) My superior takes responsibility for his employees' conduct, 

whether it is positive or negative  
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3. Laissez-faire Leadership 

a) In difficult times, my boss allows me to solve my difficulties on my 

own. 

     

b) While I am working, my boss keeps out of my way.      

c) My superior believes that it is better to leave employees alone in 

general. 

     

d) My boss usually gives me the freedom to evaluate my own work.      

4. Transactional Leadership  

a) My superior believes that reward and punishment must be given 

to keep employees motivated and perform for short term goals.   

     

b) My boss believes that focusing on lower-level staff by 

emphasising specific task performance is the way to go. 

     

c) My boss is more concerned with procedures than with innovative 

ideas. 

     

d) By constantly watching the managers and staff, my superior is 

able to measure an explicit level of achievement. 

     

5. Transformational leadership  

a) My superior's actions are actually motivating, idealistic, 

intellectually stimulating, and unique for all staff. 

     

b) My superior takes more ownership for most projects, jobs, and 

knowing the strengths and shortcomings of staff in order to 

improve their performance. 

     

c) While leading a group of employees in my company, my superior 

demonstrates strong capabilities to adapt to new situations, 

share a common consciousness, self-manage, and be 

inspirational. 

     

d) My team and I are committed and loyal to work in the organization 

due to the leaders’ qualities. 
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6. Ethical Leadership  

a) My superior respects and appreciates everyone equally in the 

organization. 

     

b) There is more open communication in our team, particularly from 

my superior, on all the causes and effects of management 

strategy moves. 

     

c) My superior acts in the best interests of the organization with 

great integrity and adherence to his core values of courage, 

honesty, and loyalty to the company. 

     

d) My superior is highly fair since he ensures that all advantages 

and responsibilities are shared equally among all employees. 

     

7. 21st Century Leadership  

a) My boss is courageous enough to break with a long-standing 

tradition that has helped the company succeed in the past. 

     

b) My superior is continually on the lookout for ways to anticipate 

changes within the organisation and its practises. 

     

c) When I am working with my superior, he is always inclusive, 

collaborative, and helpful to individuals, the betterment of 

humanity, and environmental sustainability for any project.  

     

d) My superior has excellent strategic compass skills, as well as 

high awareness, passionate vision, and tremendous clarity in 

leading us as a team. 
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PART C: Employee Performance Questionnaire  

The questions in this set are designed to assist you in assessing your current performance. You 

must grade yourself against each statement to express evaluation of your own performance using 

the following scale: 

1 = Strongly Disagree; 2 = Disagree; 3 = Neutral; 4 = Agree; 5 = Strongly Agree 

NO  EMPLOYEES PERFORMANCES  1 2 3 4 5 

1.  I am punctual at work.      

2.   I am able to do my job more efficiently and successfully.      

3.  I am able to prioritise tasks and successfully complete projects that 

have been assigned to me. 

     

4.  I come up with some new solutions to difficulties that arise in the 

workplace. 

     

5.  I am capable of meeting my performance targets.      

6.  When assigned difficult tasks, I treated them as challenges.      

 

Thank you for completing this survey. 

 

 

 

 

 

 

 

 

 

 

 

 



 

108 
 

APPROVAL PAGE 

 

 

TITLE OF PROJECT PAPER: IMPACT OF LEADERSHIP ON EMPLOYEE 

PERFORMANCE IN THE FOOD AND BEVERAGES (F&B) 

INDUSTRY N MALAYSIA 

 

NAME OF AUTHOR : JASMEET KAUR A/P RANJIT SINGH 

 

 

The undersigned certify that the above candidate has fulfilled the conditions of the project paper 

prepared in partial fulfilment for the degree of Master in Management.  

 

 

SUPERVISOR 

Signature : _________________________ 

Name  :  

Date  : 

 

 

 

ENDORSED BY 

 

_________________________ 

Dean 

Graduate School of Business  

Date: 


