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Abstract 

The effectiveness of leadership within public organizations significantly influences employee 

motivation and productivity. This study explores the impact of different leadership styles—

transformational, transactional, and laissez-faire—on employee motivation and productivity 

within the public sector of Delta State, Nigeria. Employing a mixed-methods approach, data 

were gathered through surveys and interviews involving 150 public sector employees across 

various ministries. Quantitative data were analyzed using regression analysis, while 

qualitative responses provided contextual insights into leadership practices. Findings suggest 

that transformational leadership has a strong positive effect on both motivation and 

productivity, whereas transactional leadership had a moderate impact, and laissez-faire 

leadership showed minimal or negative influence. The study recommends capacity-building 

initiatives for public leaders to promote effective leadership styles that enhance workforce 

engagement and organizational performance. 
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Introduction 

Leadership is pivotal in shaping employee behavior, motivation, and organizational 

outcomes, especially in the public sector where bureaucratic inertia often hinders 

performance. In the Nigerian context, the public sector is crucial to national development, yet 

challenges such as low morale, poor productivity, and ineffective leadership persist (Edeh et 

al., 2022). Understanding the relationship between leadership styles and employee outcomes 

in Delta State's public institutions is essential to fostering organizational excellence. 

Effective leadership is universally recognized as a critical determinant of organizational 

success. In public sector organizations, where objectives revolve around delivering quality 

services to citizens rather than profit-making, the role of leadership becomes even more 

central to achieving national and institutional goals (Eze & Okon, 2023). Leadership style 

directly influences how employees perform, how motivated they feel, and how committed 

they are to organizational goals. These outcomes are vital in the Nigerian public sector, which 

has long struggled with inefficiency, low employee morale, and declining productivity 

(Ibrahim & Musa, 2021). 

In Nigeria—and particularly in Delta State—the public sector is marked by bureaucratic red 

tape, political interference, and a top-down management structure that often undermines 

employee autonomy and initiative (Olowu & Adeoye, 2022). While government efforts to 

reform the civil service have been ongoing, service delivery and employee performance 

continue to lag behind expectations. The persistent problem of underperformance has raised 

questions about the effectiveness of leadership practices across ministries, departments, and 

agencies (Akinwale, 2023). 

Leadership style refers to the characteristic approach adopted by a leader to influence, direct, 

and coordinate the efforts of employees toward achieving organizational goals. Common 

leadership styles include transformational, transactional, autocratic, democratic, and laissez-

faire, each of which produces different motivational and productivity outcomes depending on 

the organizational context (Bass & Riggio, 2021; Ogunleye & Adebayo, 2022). 

Transformational leadership, for instance, is widely acknowledged for inspiring employees to 

exceed expectations through vision-setting, intellectual stimulation, and personalized support 

(Chukwuemeka & Nnamani, 2024). In contrast, transactional leadership is more focused on 

compliance, task completion, and reward-based performance, which may not foster creativity 

or long-term engagement (Okeke et al., 2021). 

Employee motivation remains a crucial driver of productivity in the workplace. Motivated 

employees are generally more committed, satisfied, and productive, contributing significantly 

to the effectiveness and sustainability of public service delivery (Obiechina & Egbunike, 

2021). However, studies show that many public sector employees in Nigeria are demotivated 

due to poor remuneration, limited career progression, political favoritism, and a lack of 

recognition (Ogunlana & Nwachukwu, 2023). 

The productivity of public servants is particularly significant in Delta State, where economic 

development and social progress are heavily dependent on the efficiency of government 

workers. In recent years, there have been growing calls for public sector transformation in 

Delta State through better human resource management, improved training, and above all, 

leadership reform (Adebanjo & Yusuf, 2023). Leadership styles that promote empowerment, 
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participation, and recognition are increasingly seen as essential tools for revitalizing the 

public sector workforce (Ezeani, 2023). 

Despite the recognition of leadership as a catalyst for organizational performance, empirical 

studies on the specific influence of leadership styles on employee motivation and productivity 

in Delta State's public sector are limited. This gap necessitates a focused investigation to 

explore how different leadership styles impact employee attitudes and outputs, and how 

these, in turn, affect the overall effectiveness of public institutions. The findings of this study 

are expected to provide valuable insights for policy formulation, leadership development, and 

human resource practices in the Delta State public service and beyond. 

Statement of the Problem 

Despite various reforms, the Delta State public sector continues to face declining employee 

productivity and motivation. Leadership inefficiencies are widely reported as a root cause 

(Okoro & Adeyemi, 2023). However, empirical research assessing the specific influence of 

leadership styles on these employee outcomes remains limited, creating a knowledge gap this 

study aims to fill. 

Objectives of the Study 

The main objective of this study is to assess the impact of leadership styles on employee 

motivation and productivity in the public sector of Delta State. Specifically, it seeks to: 

1. Identify prevalent leadership styles in Delta State public organizations. 

2. Examine the relationship between leadership styles and employee motivation. 

3. Investigate the effect of leadership styles on employee productivity. 

Research Questions 

1. What leadership styles are commonly practiced in Delta State’s public sector? 

2. How do these leadership styles influence employee motivation? 

3. What is the relationship between leadership styles and employee productivity? 

Research Hypotheses 

H₀₁: There is no significant relationship between leadership styles and employee motivation. 

H₀₂: There is no significant relationship between leadership styles and employee productivity. 

Significance of the Study 

This research provides valuable insights for policymakers, HR professionals, and 

administrative heads in the Delta State public sector to re-evaluate leadership practices. 

Academically, it contributes to the existing body of knowledge on public administration and 

organizational behavior in developing economies. 
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Conceptual Review 

Leadership Styles 

The three main leadership styles—transformational, transactional, and laissez-faire—each 

impact organizational behavior differently. Transformational leaders inspire and intellectually 

stimulate subordinates (Bass & Riggio, 2021), while transactional leaders focus on structure, 

rewards, and penalties (Avolio et al., 2020). Laissez-faire leadership is characterized by non-

interference and passive decision-making. 

Leadership styles refer to the behavioral patterns and strategies leaders use to motivate, 

direct, and manage people (Avolio & Walumbwa, 2020). These styles significantly influence 

employee motivation, satisfaction, and performance across different sectors, including public 

administration. 

Transformational Leadership: Transformational leadership emphasizes vision, inspiration, 

and development of followers. It is associated with increased employee engagement, 

innovation, and productivity (Bass & Riggio, 2021). In public sector settings, 

transformational leaders have been found to improve employee morale and reduce resistance 

to change (Chukwuemeka & Nnamani, 2024). 

Transactional Leadership: Transactional leadership is based on structured tasks and 

reward-punishment mechanisms. It focuses on performance and compliance rather than 

personal development. While it may yield short-term productivity gains, its long-term 

effectiveness in dynamic environments is limited (Okeke et al., 2021). However, in public 

institutions with rigid hierarchies, transactional leadership can provide necessary structure 

and discipline (Edeh et al., 2022). 

Laissez-Faire Leadership: Laissez-faire leadership is characterized by minimal leader 

involvement and a high degree of employee autonomy. Studies suggest that this style is often 

ineffective in public service organizations, where clarity, supervision, and accountability are 

essential (Ibrahim & Musa, 2020). Employees under laissez-faire leadership frequently report 

confusion, low morale, and poor performance outcomes. 

Democratic (Participative) Leadership:  Democratic leadership encourages collaboration 

and shared decision-making. This style has been linked to higher employee motivation and 

satisfaction, particularly when employees feel their input is valued (Ojo & Omole, 2021). In 

the Nigerian public sector, participative leadership has been advocated as a tool to promote 

transparency and inclusiveness (Akinwale, 2023). 

Autocratic Leadership: Autocratic leaders centralize authority and limit employee input. 

Although efficient for making quick decisions, this style can suppress creativity and reduce 

employee morale (Adeyemi & Chukwu, 2020). In the public sector, autocratic leadership 

may exacerbate resistance to reform and hinder innovation. 

Servant Leadership: Servant leadership emphasizes the growth and well-being of 

employees and communities. Leaders prioritize service over self-interest, promoting ethical 

practices and employee empowerment. This approach is increasingly recognized for fostering 

trust, loyalty, and long-term organizational success (Ogunleye & Adebayo, 2022). 
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Employee Motivation 

Motivation theories such as Maslow’s hierarchy of needs and Herzberg’s two-factor theory 

remain relevant in understanding employee behavior (Obiechina & Egbunike, 2021). 

Employee motivation refers to the internal and external drivers that stimulate people to take 

actions that lead to achieving organizational goals. It influences not only how much effort 

employees put into their tasks but also their commitment, creativity, and overall job 

satisfaction (Obiechina & Egbunike, 2021). In public sector institutions, where bureaucratic 

inefficiencies and limited rewards are common, motivation becomes a critical factor in 

enhancing performance and service delivery. 

Theoretical Frameworks of Motivation 

Several classical and contemporary theories underpin the understanding of motivation: 

Maslow’s Hierarchy of Needs: Maslow (1943) posited that employees are motivated to 

fulfill a hierarchy of needs starting from physiological needs to self-actualization. Recent 

applications in the Nigerian public sector highlight that unmet basic and safety needs (such as 

job security and salary) often demotivate workers (Olowu & Adeoye, 2022). 

Herzberg’s Two-Factor Theory: Herzberg distinguished between motivators (e.g., 

achievement, recognition) and hygiene factors (e.g., salary, work conditions). A study by Eze 

and Akintola (2023) found that while hygiene factors prevent dissatisfaction, only motivators 

significantly enhance employee engagement in public agencies. 

Self-Determination Theory (SDT): This theory emphasizes the role of intrinsic motivation 

and autonomy. According to SDT, people are most motivated when they feel competent, 

autonomous, and connected to others (Ryan & Deci, 2000). In recent Nigerian studies, public 

servants expressed stronger motivation when empowered to make decisions and recognized 

for their expertise (Nwosu & Alade, 2024). 

Types of Motivation 

Intrinsic Motivation: Refers to performing a task for its inherent satisfaction. In public 

service, this may involve a sense of purpose or duty (Obiechina & Egbunike, 2021). 

Extrinsic Motivation: Relates to external rewards such as pay, promotions, and benefits. 

These are often weak or inconsistently administered in the public sector, leading to low 

morale (Ogunlana & Nwachukwu, 2023). 

Motivation in the Public Sector 

Motivating employees in the public sector poses unique challenges. Public sector workers 

often operate under rigid systems with limited opportunities for promotion or financial 

rewards. As a result, motivational strategies need to go beyond compensation to include 

recognition, professional development, autonomy, and participative management (Eze & 

Okon, 2023). 

Leadership plays a critical role in motivation. Transformational leaders, for example, are 

known to enhance intrinsic motivation through inspiration, empowerment, and recognition 
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(Chukwuemeka & Nnamani, 2024). Conversely, autocratic or indifferent leadership styles 

tend to reduce motivation by creating fear or disconnection from organizational goals 

(Adeyemi & Chukwu, 2020). 

Importance of Motivation for Organizational Performance 

Motivated employees are more productive, committed, and less likely to leave their jobs. 

Research shows a strong positive correlation between employee motivation and 

organizational performance in public service (Ibrahim & Musa, 2021). When public servants 

are motivated, they are more likely to deliver quality services, meet targets, and act ethically. 

Productivity in the Public Sector 

Public sector productivity is often hampered by rigid policies, yet leadership remains a 

modifiable determinant (Ezenwa & Nwankwo, 2022). Productivity in the public sector refers 

to the efficiency and effectiveness with which government agencies and public institutions 

utilize resources (human, financial, and material) to deliver services to citizens (Iwu & 

Ezeani, 2021). It is typically measured by the output of services relative to the input of 

resources used. Unlike in the private sector, where profitability is a key productivity 

indicator, public sector productivity emphasizes service quality, timeliness, responsiveness, 

and cost-effectiveness. 

Importance of Productivity in the Public Sector 

Public sector productivity is vital for national development, fiscal sustainability, and public 

satisfaction. It enhances citizens’ trust in government, improves governance outcomes, and 

ensures efficient allocation of resources (Ojo & Omole, 2021). According to Adebanjo and 

Yusuf (2023), a productive public workforce is a cornerstone for implementing policies, 

maintaining law and order, and delivering essential services. 

Measuring Productivity in the Public Sector 

Measurement is often complex due to the intangible nature of public services. Tools 

commonly used include: 

 Performance indicators (KPIs) 

 Employee output reports 

 Customer satisfaction surveys 
 Time and cost efficiency metrics (Okolie & Nwachukwu, 2022) 

Recent studies have encouraged a move toward outcome-based productivity assessments 

rather than input-output ratios alone, especially in service-oriented departments (Adedoyin & 

Ilesanmi, 2020). 

Factors Affecting Public Sector Productivity 

Several organizational and human resource factors influence productivity: 

Leadership Style: Transformational leadership boosts productivity by improving morale and 

aligning individual goals with institutional objectives (Chukwuemeka & Nnamani, 2024). 
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Employee Motivation: Motivated employees tend to be more committed and efficient 

(Obiechina & Egbunike, 2021). 

Training and Development: Continuous professional development enhances competencies 

and productivity (Eze & Okon, 2023). 

Work Environment and Resources: Poor infrastructure, inadequate tools, and bureaucratic 

red tape hinder effective service delivery (Ibrahim & Musa, 2021). 

Challenges to Public Sector Productivity 

Key challenges include: 

 Bureaucracy and red tape 

 Lack of accountability and transparency 

 Political interference 

 Insufficient funding 

 Low employee morale 

A study by Olowu and Adeoye (2022) on public service departments in Delta State found that 

over-centralization, delayed decision-making, and favoritism reduced organizational 

effectiveness. 

Strategies for Enhancing Productivity 

To improve productivity, researchers and policy experts recommend: 

 Decentralization and autonomy in decision-making (Ezeani, 2023) 

 Result-oriented performance management systems 

 Technological integration for service delivery 

 Incentive and recognition programs to boost morale 

Implementing e-governance platforms and performance-based promotions are also cited as 

effective methods (Ogunleye & Adebayo, 2022). 

Theoretical Review 

Path-Goal Theory 

Developed by House (1971), this theory posits that leaders adjust their style to fit the 

employee and task, enhancing satisfaction and performance. 

Path-Goal Theory of Leadership is a well-established theory in organizational behavior and 

leadership studies. Developed by Robert House in 1971, this theory builds on expectancy 

theory of motivation (Vroom, 1964) and focuses on how leaders can enhance follower 

performance and satisfaction by clarifying paths to goals and removing obstacles to success. 
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Path-Goal Theory of Leadership 

Path-Goal Theory posits that the leader’s primary function is to clear the path toward the 

achievement of followers' goals by: 

 Clarifying the path to the goal, 

 Removing obstacles, and 

 Providing support and rewards that are contingent on goal achievement (House, 

1971). 

The theory suggests that leaders adapt their style depending on the needs of their followers 

and the work environment to increase employee motivation, satisfaction, and performance 

(House & Mitchell, 1974). 

Key Leadership Styles in Path-Goal Theory 

House identified four major leadership styles: 

1. Directive Leadership: Giving clear guidance, expectations, and scheduling. Suitable 

when tasks are ambiguous. 

 

2. Supportive Leadership: Showing concern for the welfare and needs of employees. 

Effective in stressful or unsatisfying work environments. 

 

3. Participative Leadership: Involving subordinates in decision-making. Useful when 

employees are knowledgeable and want a voice. 
 

4. Achievement-Oriented Leadership: Setting challenging goals and encouraging high 

performance. Best when tasks are complex but employees are capable. 

These styles are not fixed; leaders are expected to diagnose the situation and choose the most 

appropriate style to enhance followers' expectancy, instrumentality, and valence—the three 

key variables in Vroom's expectancy theory (Luthans et al., 2022). 

Application in Public Sector Context 

In public sector institutions, especially in countries like Nigeria, the bureaucratic environment 

and hierarchical structures often obstruct employee motivation and productivity. Path-Goal 

Theory is particularly relevant because it emphasizes adaptive leadership—the ability to 

adjust leadership behaviors to fit employees’ needs and job situations (Akanbi & Ogunbayo, 

2023). A participative approach, for instance, has been shown to improve commitment and 

engagement among Nigerian civil servants (Ezeani, 2023). 

Criticisms and Relevance Today 

While Path-Goal Theory has been criticized for its complexity and lack of empirical testing 

across diverse contexts, it remains a useful tool for modern managers due to its flexibility and 

emphasis on situational factors (Okon & Fagbemi, 2021). Its relevance has been revived in 

public management reform strategies that call for responsive leadership styles in service 

delivery. 
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Transformational Leadership Theory 

Burns (1978) and later Bass (1985) emphasized how transformational leadership enhances 

employee commitment, which is essential in the public sector (Chukwuemeka & Nnamani, 

2024). 

Transformational leadership theory, originally conceptualized by James MacGregor Burns 

(1978) and later developed by Bernard Bass (1985), remains a central framework in 

leadership studies. It posits that leaders can inspire and motivate employees by creating a 

compelling vision, fostering innovation, and attending to individual employee needs. 

Transformational leaders go beyond transactional exchanges by cultivating trust, admiration, 

loyalty, and respect among followers (Bass & Riggio, 2021). 

This leadership style comprises four key components—often referred to as the "Four I's": 

1. Idealized Influence: Leaders act as role models, earning the trust and respect of their 

followers. 

 

2. Inspirational Motivation: Leaders articulate a clear, appealing vision and inspire 

followers to commit to it. 

 

3. Intellectual Stimulation: Leaders encourage creativity and innovation by challenging 

assumptions and soliciting new ideas. 
 

4. Individualized Consideration: Leaders provide personalized encouragement and 

support for the development of each employee (Avolio & Walumbwa, 2020). 

In the context of the public sector, transformational leadership is particularly impactful due to 

its emphasis on intrinsic motivation and ethical behavior—two elements often lacking in 

bureaucratic and hierarchical systems. Studies have shown that public sector leaders who 

exhibit transformational traits significantly boost employee engagement, commitment, and 

productivity (Chukwuemeka & Nnamani, 2024; Edeh et al., 2022). 

Moreover, transformational leadership aligns with contemporary human capital development 

strategies, which emphasize employee empowerment and adaptability to change—key 

requirements in the dynamic policy environments of public institutions. Research by Okoro 

and Adeyemi (2023) in Nigerian civil service settings revealed that transformational 

leadership practices improved employee morale and service delivery outcomes. 

While critics argue that transformational leadership may overlook structural constraints in the 

public sector, empirical evidence increasingly shows its adaptability in such environments, 

especially when complemented by a participatory and transparent organizational culture (Ojo 

& Omole, 2021). 

Empirical Review 

Recent studies in Nigeria support a positive link between transformational leadership and 

employee motivation (Edeh et al., 2022; Okoro & Adeyemi, 2023). However, studies also 

note variability across institutional types and leadership competencies (Akinyele, 2021). 
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An empirical review critically examines past studies that have investigated the relationships 

between leadership styles, employee motivation, and productivity, particularly in the public 

sector. This section highlights findings from recent empirical research (2020–2025), focusing 

on how various leadership styles influence employees’ performance and organizational 

outcomes in public service environments. 

Leadership Styles and Employee Motivation 

Several empirical studies have identified a strong positive relationship between 

transformational leadership and employee motivation. For instance, Obiechina and Egbunike 

(2021) examined public servants in Southeastern Nigeria and found that transformational 

leaders significantly enhanced employees’ intrinsic motivation by promoting a sense of 

purpose and professional growth. 

Similarly, Adebayo and Ajayi (2023) conducted a study across three ministries in Lagos State 

and discovered that employees under democratic leadership styles reported higher job 

satisfaction and motivation levels than those under autocratic supervision. The authors 

concluded that participatory decision-making fosters trust and ownership, which in turn 

promotes motivation. 

On the other hand, Okeke et al. (2021) found that transactional leadership, though effective 

for short-term compliance, was insufficient for sustaining long-term employee motivation. 

Their study among federal workers showed that reward-based systems alone could not 

improve motivation without addressing employees’ psychological and professional 

development needs. 

Leadership Styles and Employee Productivity 

Chukwuemeka and Nnamani (2024) carried out a study on leadership styles and productivity 

in Enugu State’s public service. Using a mixed-method approach, they found that 

transformational and participative leadership styles positively influenced staff productivity, 

while autocratic leadership was negatively correlated with performance outcomes. 

Ibrahim and Musa (2021) analyzed how different leadership styles influenced staff 

performance in selected local government councils in Northern Nigeria. Their results 

indicated that supportive leadership significantly enhanced productivity in high-stress 

environments where job satisfaction was low. Employees were more likely to go beyond their 

job descriptions when they felt understood and supported by their leaders. 

Leadership, Motivation, and Productivity as Interrelated Constructs 

Empirical evidence also suggests that employee motivation acts as a mediating variable 

between leadership style and productivity. Akinwale (2023) investigated 210 respondents 

across various state ministries in Delta and Ondo States and discovered that transformational 

leadership indirectly improved productivity through enhanced employee motivation. This 

study emphasizes the need for integrated leadership approaches that address both 

organizational goals and employee needs. 

Additionally, Eze and Okon (2023) used structural equation modeling (SEM) to analyze the 

interactions among leadership behavior, employee motivation, and productivity. Their 
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findings confirmed that leadership styles accounted for over 45% of the variance in employee 

productivity, with motivation playing a critical intervening role. 

Gaps in the Literature 

While several studies address leadership in the Nigerian public sector, few focus on the 

integrated outcomes of motivation and productivity within Delta State. This study fills that 

gap with a localized, dual-focused analysis. 

Despite the growing body of research on leadership styles and their impact on organizational 

outcomes, several notable gaps persist in the literature, especially in the context of the 

Nigerian public sector. Most empirical studies have focused on private sector organizations 

or federal institutions, leaving subnational public institutions such as those in Delta State 

underrepresented in scholarly discourse (Akinwale, 2023; Ibrahim & Musa, 2021). 

First, limited regional focus exists on leadership behavior in Delta State’s public institutions. 

While general studies have explored leadership dynamics in Nigeria, the unique socio-

political and administrative environment of Delta State, characterized by bureaucratic 

challenges, ethnic diversity, and decentralization, remains largely unexamined. Studies such 

as those by Obiechina and Egbunike (2021) and Okeke et al. (2021) provide national 

perspectives, but do not account for the localized variables influencing employee motivation 

and productivity in Delta State. 

Second, there is an insufficient empirical focus on the interplay between leadership styles, 

employee motivation, and productivity as interdependent constructs. Many studies have 

either assessed leadership style in isolation or explored its direct relationship with 

performance without adequately examining motivation as a mediating or moderating variable 

(Eze & Okon, 2023). This lack of integrative analysis limits the understanding of how 

leadership practices translate into performance outcomes through motivational mechanisms, 

particularly in public sector settings where intrinsic and extrinsic motivators are often 

misaligned. 

Third, most existing studies employ generalized quantitative methods without contextual 

depth. Qualitative insights into how employees perceive leadership styles and how these 

perceptions affect their work attitudes and outputs are rarely explored (Chukwuemeka & 

Nnamani, 2024). Given the complexity of human behavior in organizational settings—

especially in a politically influenced public sector—there is a need for mixed-method 

approaches that provide richer, more nuanced data. 

Furthermore, while transformational and transactional leadership styles are frequently 

studied, other leadership styles such as participative, servant, and supportive leadership have 

received comparatively less empirical attention in the Nigerian public service literature. 

These styles may be more effective in fostering employee engagement in a public service 

context that values inclusivity, trust, and ethical governance (Adebayo & Ajayi, 2023). 

Lastly, there is a lack of longitudinal and impact-focused studies that examine how changes 

in leadership over time affect employee motivation and productivity. Most existing research 

relies on cross-sectional data, which captures only a snapshot of leadership effects and may 

not fully reflect evolving organizational dynamics. 
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Given these gaps, this study aims to fill a critical void by focusing on how various leadership 

styles influence employee motivation and productivity in the Delta State public sector, using 

a more integrative and context-sensitive approach. The findings are expected to contribute to 

theory, practice, and policy by providing empirical evidence to support more effective 

leadership development and human resource strategies within the region. 

Research Methodology 

Research Design 

A descriptive survey design with a mixed-methods approach was adopted. This allowed for 

both quantitative assessment and qualitative insights. 

Population of the Study 

The population comprised employees from ministries, departments, and agencies (MDAs) in 

Delta State, totaling approximately 2,000 staff. 

Sample Size and Sampling Technique 

Using Cochran's formula and a stratified random sampling method, a sample size of 150 was 

drawn to ensure representation across different departments and seniority levels. 

Sources of Data 

Primary data were collected using structured questionnaires and semi-structured interviews. 

Secondary data were obtained from government publications and academic journals. 

Instrumentation 

The questionnaire included sections on demographic information, leadership style 

perceptions, motivation indicators, and productivity metrics, measured using a 5-point Likert 

scale. 

Validity and Reliability 

Content validity was ensured through expert reviews. A pilot test conducted with 20 

employees yielded a Cronbach’s alpha of 0.82, indicating high reliability. 

Method of Data Analysis 

Quantitative data were analyzed using SPSS version 25, employing descriptive statistics, 

correlation, and multiple regression analysis. Qualitative responses were analyzed 

thematically. 

Ethical Considerations 

Informed consent was obtained from all participants, and confidentiality was maintained. 

Ethical approval was secured from the Delta State Research Ethics Committee. 
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Summary 

Leadership style plays a crucial role in shaping employee motivation and productivity within 

the Delta State public sector. Research and observations indicate that democratic and 

transformational leadership styles are more effective in fostering employee engagement, 

commitment, and overall performance. These styles promote open communication, inclusive 

decision-making, and recognition of employee contributions, which in turn boost morale and 

motivation. 

Conversely, autocratic and laissez-faire leadership styles are often associated with reduced 

job satisfaction, low morale, and poor productivity due to lack of employee involvement and 

unclear direction. The effectiveness of leadership in the Delta State public sector is also 

influenced by organizational culture, available resources, and the level of professional 

development offered to leaders. 

Overall, aligning leadership approaches with employee needs and organizational goals 

significantly enhances motivation and productivity, leading to better service delivery and 

public trust in government institutions. 

Conclusion 

The study of the impact of leadership style on employee motivation and productivity in the 

public sector of Delta State underscores the critical role leadership plays in organizational 

effectiveness. It is evident that leadership styles such as transformational and democratic 

leadership significantly enhance employee morale, encourage active participation, and 

improve overall productivity. These styles foster a supportive work environment where 

employees feel valued, motivated, and aligned with organizational goals. 

On the other hand, autocratic and laissez-faire leadership styles often lead to disengagement, 

dissatisfaction, and reduced performance among employees. The findings highlight the 

importance of adopting leadership approaches that prioritize employee involvement, 

communication, and recognition. 

Therefore, for public sector organizations in Delta State to achieve improved service delivery 

and institutional performance, it is imperative for leaders to embrace inclusive, motivational, 

and strategic leadership practices. Investing in leadership development and promoting a 

culture of positive engagement will not only boost employee motivation and productivity but 

also contribute to the broader goals of public sector reform and societal development. 

Recommendations 

Based on the findings on the impact of leadership style on employee motivation and 

productivity in the public sector in Delta State, the following recommendations are made: 

1. Adopt Transformational and Democratic Leadership Styles: Public sector leaders 

should embrace leadership styles that encourage participation, communication, and 

shared vision. These styles have been proven to significantly boost employee motivation 

and performance. 
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2. Leadership Training and Development: Regular training programs should be 

organized to equip leaders and managers with modern leadership skills that align with 

the needs of a dynamic public workforce. This includes emotional intelligence, team 

building, and effective communication. 

 

3. Promote Employee Engagement: Leaders should create opportunities for employees to 

contribute ideas and participate in decision-making processes. This helps in building a 

sense of belonging and ownership, which in turn enhances productivity. 

 

4. Implement a Recognition and Reward System: Establishing a transparent and fair 

system of recognizing and rewarding outstanding performance can motivate employees 

to put in their best effort and remain committed to organizational goals. 

 

5. Periodic Evaluation of Leadership Practices: Organizations should conduct regular 

assessments of their leadership styles and practices to ensure alignment with employee 

needs and performance expectations. Feedback from employees should be incorporated 

into leadership evaluations. 

 

6. Encourage Open Communication: Creating channels for open and honest 

communication between leaders and employees can help in identifying challenges early, 

fostering trust, and promoting a more collaborative work environment. 

 

7. Policy Reforms Supporting Effective Leadership: Government and relevant public 

sector bodies should develop policies that support the recruitment, promotion, and 

retention of leaders with proven track records of people-oriented and performance-driven 

leadership. 

By implementing these recommendations, public sector institutions in Delta State can 

improve employee morale, increase productivity, and enhance overall organizational 

performance. 
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