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Abstract
Purpose: The effectiveness of leadership is critical at all levels of the organisation. Different
organisations use a variety of leadership styles and methods to improve employee performance by inspiring
them and providing them with adequate opportunities. The research purpose is to examine the impact of
leadership styles on employee’s motivation in the automotive industry in the United Kingdom.
Methodology: The researchers used a deductive approach in conjunction with the quantitative method
to determine the study's outcomes. A sample of 100 people was used for primary data using a questionnairebased survey. Subjects are from the automotive industry, and the survey was carried out online.
Findings: According to the results, Democratic Leadership Style (DLS), Autocratic Leadership Style
(ALS), Laissez-faire Leadership Style (LFLS), Situational Leadership Style (SLS), Transformational
Leadership Style (TLS), and Charismatic Leadership Style (CLS) are among the six study variables that are
highly significant in terms of employee motivation. Autocratic Leadership Style (ALS) and Charismatic
Leadership Style (CLS) were determined to be the study's less significant variables (CLS). The findings
suggest that there is a positive relationship between leadership styles and employee motivation.
Conclusion and study implications: The findings of this study can be used to develop strategies and
achieve goals by developing and implementing a good leadership style. Transformational leadership is
important, and leaders and managers should strive to demonstrate it in their daily activities. This study's
findings have both academic and commercial implications. Leaders should use suitable styles and an inclusive
and equitable incentive scheme to motivate employees by setting expectations.
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1. Introduction and background
Nowadays, organisations and the growth and survival of a community are critical for an individual's
daily performance and job function. Organisations were founded to address social issues and engage in
communal activity. Human beings primarily drive organisations. They commit their entire time to
organisations and assist them in achieving their goals. As a result, without management, human
development, and efforts and the outcomes of these efforts, achieving the objectives is not achievable.
Given that the presence of humans is the core concept of the organisation, the most fundamental action
that must be performed to accomplish this is to retain employees and assure their psychological and
professional fulfilment throughout their employment (Mullins, 2007).
Throughout human history, whenever a person has functioned as a leader, the expansions and
variations brought about by people and organisations have been attributed to that person's leadership.
Historically held leadership is a vital component of the foundations of human civilisations, and it is also a
critical component of effective management. It becomes evident when seen as a function. Each business
requires strong leadership to achieve its objectives. Because effective leadership is a vital component of
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enhancing a company's performance, a company's success or failure is defined by the effectiveness of
leadership at all levels of the organisation. Shirzad, Kebriya, and Zanganeh (2011) discovered that
leadership consists of the beliefs, attitudes, and talents to influence others to fulfil company objectives. As
a result, performance will impact staff morale (Shirzad, Kebriya and Zanganeh, 2011).
Leadership effectiveness is crucial at all levels of the organisation (Duckett and Macfarlane,2003).
Leadership is vital for all organisations because it is critical for improving their overall performance to
fulfil objectives. To manage colleagues well, the manager must possess the essential abilities and tactics
and increase employee motivation and job happiness. Given that people constitute an organisation's
engine, this can significantly boost the organisation's performance (Yukl, 2001). An organisation's
leadership style significantly impacts its employees' level of engagement and dedication (Obiruwu, 2011).
To increase employee motivation and inspire employees to contribute to company goals, it is also vital to
encourage them (Chi, Lan, and Dorjgotov, 2012). Managers should employ a variety of leadership and
management styles to maximise efficiency, which needs diverse leadership techniques for the powerful
symbol in achieving departmental objectives. Similarly, commitment to the organisation and performance
are inextricably tied to leadership style (Hueryren Yeh 2012).
This research aims to look into the effect of leadership styles on employee motivation in the
automotive industry context. Key objectives are:
1. To define the concept of leadership style and the various leadership styles used in the automotive
industry.
2. To assess the importance of employee motivation and its impact on organisational performance.
3. To evaluate the relationship between leadership style and employee motivation.
2. Literature Review
2.1 Leadership: key concepts
Many previous researchers have used the term "leader" to refer to someone in command of a group of
people (Yukl 2001, Musinguzi et al. 2018)). In certain circumstances, a person can be a leader if he can
influence and remain essential to his partner to achieve the organisation's primary goal. According to
Yulk (2001), the cliques may include the leader's close relatives or friends, as well as the leader's
subordinates. To become a leader, you must first gather a group of followers eager to follow you. People
will follow anyone who can provide them with the resources they require to realise their dreams and
desires. A leader has authority over their cliques or coworkers, allowing them to influence their
behaviour. As a result, leaders have power and influence over others, respect their followers, and
contribute to the group's and organisation's goals (Nwachukwul, 2007). According to Bernis (2009), a
leader has authority over individuals who have the power to impose their views and behaviours on others
or those who follow them.
Prentice (2004) asserted that leadership is associated with achieving organisational goals by
managing and structuring their cliques, colleagues, and associates' resources to achieve a common goal.
Other experts defined leadership as an attempt to lead or direct the formation of clubs and the completion
of a specific undertaking for the common good (Fiedler, 2009; Zenger and Folkman, 2002). According to
Smylie et al. (2005), leadership is exercised by a person who has defined tasks and task-oriented ideas and
acts as a critical "function" in relationships with other leaders, followers, and situations.
2.2 Leadership Styles
Autocratic leadership style
Certain researchers use authoritarian leadership to describe autocratic leadership Zenger and
Folkman, 2002; Smylie et al., 2005). Autocratic leaders wield enormous power and influence to manipulate
others. Because they have authority over their followers, authoritarian leaders provide specific and
concise instructions for completing tasks. As a result, assuming that autocratic leadership is used in
negative leadership is not always correct (Dyczkowska and Dyczkowski, 2018). Most medium and small
businesses employ this leadership style (Pellegrini and Scandura, 2008). Authoritarian leadership never
allows workers to make decisions and keeps a distance from followers. They believe that to be a leader in
person or a group, and one must keep a distance from the individuals (Egwunyenga, 2010). Many
academics believe that most totalitarian regimes do not pay enough attention to socio-emotional aspects of
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organisations, such as group cohesion and the promotion of cohesiveness as a fundamental component in
social life cycles (Yukl, 2014).
Democratic leadership style
Employees are considered when making decisions in this leadership style. Igbaekemen and Odivwri
(2015) are known for their bravery, intellect, fairness, competence, inventiveness, and honesty, as well as
their largely positive democratic leadership. Leaders with this personality type offer options and
assistance to their followers. Democratic leadership, also known as participatory leadership, stands for, as
the name implies, fair participation, inclusion, and self-determination; however, it is not to be confused
with individuals who hold elected positions of power (Igbaekemen and Odivwri, 2015). Accountability,
active participation, collaboration, and delegation of duties and responsibilities are how democratic
leaders establish authority. The democratic leadership's duties within the organisation include
distributing responsibilities and fostering group debates. Accepting personal responsibility for the
organisation, accountability for their choices, wanting to preserve their collective's self-determination and
independence, taking on the role of leader when required or appropriate, and cooperating with leaders
are all responsibilities of democratic followers (McShane et al., 2009).
Leaders with a laissez-faire attitude
According to Luthans (2011), laissez-faire leadership is defined as the abdication of responsibilities
and the refusal to participate in the motivational process. On the other hand, Robbins and Judge (2013)
agree with Luthans (2011) and reach the same conclusion. Laissez-faire leaders are uninterested in the
efforts of their followers and coworkers. Leaders who employ a laissez-faire leadership style are
frequently regarded as passive. Their attribution has a negative impact on their followers' performance
(Judge and Piccolo, 2004). Laissez-faire leadership styles appear to be a passive type of leadership,
according to Hinkin and Schriesheim (2008), who agree with the previous point. People with this
leadership characteristic are more likely to keep their followers at a social distance. Businesses suffer
because of this long-distance relationship between leaders and followers. When you consider that they
will be avoiding the followers, they will be less likely to be confronted with company requirements and
management goals than they should be, limiting the possibility of a company operating at total capacity.
According to Hinkin and Schriesheim (2008), laissez-faire leadership is characterised by a "lack of
leadership."
On the other hand, Wong and Giessner (2016) believe that this type of leadership is advantageous.
The effectiveness of their actions is determined by their followers' assessment of their leadership qualities.
Even though some leadership literature considers laissez-faire leadership a lousy leadership style, there
may be a follower who thrives and is drawn to it (Hinkin and Schriesheim, 2008). Certain followers may
view increased responsibilities and decision-making authority as part of being empowered. They see all
their responsibilities and autonomy as opportunities to improve themselves by exceeding their superiors'
expectations. According to Chaudhury and Javed (2012), laissez-faire leadership can benefit an
organisation when leaders and followers are both equally motivated and knowledgeable in their fields.
Situational Leadership Style
Although behavioural theories have helped propose and express potential leadership styles, they
have failed to guide what constitutes effective leadership in various situations (Bolden, 2004). Some
scholars believe that no single leadership style is all-encompassing or appropriate for every manager in
every case or circumstance. As a result, situational theories were developed to demonstrate that the
appropriate style is heavily influenced by the circumstances, personnel, task at hand, organisation, and
other external factors. According to Fielder (2009), there is no such thing as a one-size-fits-all leadership
strategy; instead, a thorough examination of the situation should be used to determine the leadership
style. Fielder (2009) went on to differentiate between task-oriented managers and those who prioritise
interpersonal relationships. Job-oriented managers, he claims, are more focused on the task at hand and
perform better in situations where there is already a structure in place that promotes camaraderie or team
spirit, defined duties, and either solid or weak leadership styles.
Managers who prioritise relationships outperform others and have a more participative leadership
style. Furthermore, they are thought to perform admirably when the job is unstructured. Still, they hold a
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high position of power and when the figurehead relationships fluctuate between good and bad, and the
job is unstructured. Such leaders appear to be more directive in their leadership style.
Transformational Leadership Style
The term "transformational leadership" refers to leadership that affects both people and their social
systems. As a result of these tactics, likely changes in followers occur, resulting in a future leader
(Kendrick, 2011). Furthermore, transformative leadership appeals to workers' moral principles. This will
eventually raise awareness and mobilise the energy of followers to transform institutions (Yukl, 2014).
Transformational leaders inspire followers to feel trust, affection, loyalty, and admiration for them.
Transformational leaders inspire their followers to go above and beyond what is expected of them.
According to Yukl (2014), leaders influence followers in three ways: first, by increasing their
understanding of the importance of job outcomes; second, by persuading people to put their interests
aside for the good of the team or organisation; and third, by activating higher-order needs.
Charismatic Leadership Styles
In times of societal crisis, a leader's charisma is typically demonstrated when they rise with bold ideas
and offer imaginative solutions to their followers. Charisma is fuelled by a set of personality traits that
only leaders have, and the average person does not. According to Conger et al. (2009), charisma is a
distinct personality trait that leads to charismatic leadership. However, both the followers' and the
leader's distinguishing characteristics can have an impact on a leader's charismatic characteristics. Willner
(2008) discovered that charismatic leadership is determined by perception rather than personality or
environment. Simply put, it all comes down to how followers perceive their leader, not what the leader
does to foster the charismatic bond. Willner (2008) went on to say that two factors influence the
development of charisma in leaders and followers. It all comes down to the connection. Employee
2.3 Motivation
Over the last two decades, leadership and motivation appear to be two business themes that have
gotten a lot of attention (Schaffer, 2008). "motivation" is commonly used to define leadership (Orozi
Sougui et al., 2017). For attaining corporate goals, enthusiasm is a powerful motivator. As a result, it's
plausible to assume that addressing individual needs can lead to personal excitement Haque, Haque, and
Islam (2014). They also claimed that motivation requires addressing employee demands while
simultaneously accomplishing organisational goals. Motivation is a process by which people participate in
voluntary actions in the desired direction and stick to their goals and priorities (Ramlall, 2004). Motivation
levels vary from person to person, and even within the same person, motivation levels might behave
differently depending on the situation (Judge and Robbins,2013). As a result, they propose a three-part
synergy for motivation. These are a person's abilities, tendencies, and persistence in completing goals.
When we look at these three characteristics individually, we can see that none of them can stand alone
without the help of others. When it comes to intensity, unless the force is channelled in a specific way, a
high degree of power is unlikely to result in solid work performance. Then there's the issue of
perseverance, which influences how long someone can labour. Motivated employees will work if it takes
to attain their objectives.
Maslow's (1954) Hierarchy of Needs is one of the most well-known motivational variables in the
world, according to Haque, Haque, and Islam (2014). According to Maslow's theory, "people continually
seek something, and what they genuinely want depends on what they already have." Maslow categorised
human needs into five categories: physiological, safety, love/belonging, esteem, and self-actualisation.
Maslow has organised these five criteria into layers from bottom to top: Workers' basic needs are at the
bottom of the triangle. Addressing each of the bottom levels means the employee will be promoted to the
next layer. Douglas McGregor (1960) was the first to propose the incentive theories X and Y. He identified
two distinct forms of human nature. Managers believe that certain employees have a natural dislike of
work and that monitoring and managing them in the workplace is crucial to the organisation's
performance, according to Theory X. Apart from hypothesis Y, ordinary people are willing to accept and
even desire duties because they consider labour as a form of enjoyment and relaxation in the life of an
organism.
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Frederick Herzberg's (1966) Two Factor Motivation Theory is another motivation-related theory that
was introduced in the late 1960s. According to Robbins and Judge (2013), everyone's attitude toward work
is equal, and one's attitude toward work can determine whether one succeeds or fails. As a result,
Psychologist Herzberg asked people to describe how they felt about their jobs in a specific scenario. Based
on the responses, he developed the Two-Factor Theory. There are two requirements in this concept:
motivational reasons and hygienic aspects. According to Herzberg's research, the antithesis of
contentment is not unhappiness, as previously supposed (Robbins and Judge, 2013). Eliminating
unsatisfactory features will not result in job satisfaction. It will just cause you to be dissatisfied.
3. Research Methodology
To carry out the research using quantitative research methodology, a positivistic research philosophy
and a deductive approach are used. Secondary research is carried out by examining current and relevant
literature to comprehend the concept of leadership, various leadership styles, and critical attributes. The
quantitative analysis is based on the survey data. Data collection methods are essential for conducting
successful research because they enable researchers to collect data from various reliable sources. Clark
and Vealé (2018) portray data collection techniques as an essential stage in completing research activity.
To complete the study task effectively, researchers conducted both primary and secondary research.
A questionnaire-based survey with a sample size of 100 is used to collect data, and a simple random
sample is used. Because of the current Covid-19 restrictions, data is collected via an online platform.
Researchers collect data on study subjects using a Likert 5 scale. It aids researchers in gathering data on
respondents' responses based on five criteria (Ebert et al., 2018). A Likert scale is a type of quantitative
data that enables researchers to estimate distances between various locations (Tjora, 2018).
4. Findings
4.1 Demographics
Table 1: Age and Gender of the Participants

According to the survey findings, the researchers discovered nearly equal participation of male and
female participants in the survey, where people of various ages participated.
4.2 Reliability Test
The reliability analysis was performed to check the internal consistency of the participant responses,
and the researcher used the Cronbach's Alpha method to test the internal consistency.
Table 2: Reliability Statistics

The Alpha test results show an Alpha value of 0.972, more significant than the required value of 0.50,
indicating that the data collected for this study is internally consistent.
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4.3 Leadership Styles
In terms of the autocratic leadership style, most of the participants agreed with the statements. Three
statements were asked, and the results indicate that autocratic leaders use their great authority and power
to exert control over others, authoritarian leaders wield authority over their followers, they give precise
and concise instructions for completing duties, and authoritarian leadership never allows workers to
make choices and keeps a distance from followers. In terms of the Democratic Leadership Style, most of
the participants agreed with the assertions. Employees are considered when making decisions in a
democratic leadership style; democratic leadership represents equitable involvement, inclusion, and selfdetermination, as the name implies, and democratic leadership practises are much more motivating than
the other styles.

Table-3: Autocratic leadership style

Table-4: Democratic leadership style

In terms of the Laissez-faire Leadership Style, most of the participants in this study agreed with the
claims. According to the findings, laissez-faire leadership is an abandonment of duties and a refusal to
participate in the motivational process. Laissez-faire leaders are uninvolved in the work of their followers
and coworkers, and laissez-faire leadership styles appear to be a passive type of leadership. Regarding the
Situational Leadership Style, it was discovered that most of the participants in this study agreed with the
statements, with the second most strongly agreeing with the statements. It was found in this section that
situational theories of leadership were developed to demonstrate that the conditions strongly influence
the appropriate style; the situational leadership style is the leadership style that should be chosen after a
thorough analysis of the situation; and using the situational leadership style, the leaders are used to make
decisions based on the situation arrived.

Table-5: Laissez-faire Leadership Style

Table-6: Situational Leadership Style

In terms of the Transformational Leadership Style, most participants agreed with the assertions, with
the second most strongly agreeing. According to the findings, transformational leadership is a type of
leadership that impacts people and their social systems; transformative leadership appeals to workers'
moral principles, and transformational leaders inspire their people to go above and beyond what they
expected. Charisma is fueled by a few behavioural characteristics that only leaders have and that the
average person lacks, charisma is a characteristic that is distinctive to a person and results in charismatic
leadership, and in times of societal crisis, a leader's charisma is often shown when he or she emerges with
bold ideas and offers inventive answers to their followers.
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Table-8: Charismatic leadership style

Employee Motivation (EMTV)

Figure 1: Employee Motivation (EMTV) Frequencies
Regarding Employee Motivation, it was discovered that most of the participants in this study agreed
with the statements. The findings also show that female employees are more likely to agree in statements
where the age group of 40 to 49 was positive in most cases. However, based on the analysis of the primary
data, the respondents were optimistic about these variables. As a result of the survey findings, most
employees in the UK automobile sector are satisfied and motivated by leadership style. According to the
findings, motivation is a process that involves individuals performing voluntary activities in the desired
direction and persisting in achieving goals and priorities. Enthusiasm is a powerful motivator for
achieving corporate objectives. Employee motivation is not the only factor influencing performance, and a
company's leadership style can easily influence employee motivation.
Table 3: Employee Motivation (EMTV) Statistics

The data analysis reveals that the participants had a significant reaction, with most responses being
positive. The table shows that the mean value for each assertion is nearly 4 and the median value is 4 in
every instance, indicating that the participants answered positively and agreed in most cases. The
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standard deviation number also indicates that the variables are evenly distributed in a low to medium
range.
4.5 Correlation
The researcher used correlation and regression analysis to determine the relationship between
different leadership styles and employee motivation. In the correlation analysis, employee motivation was
used as the dependent variable, and leadership styles were used as the independent variables.
Table 4: Correlation Analysis
Correlations
Dependent
Variables

Independent
Variables

Section 1:
Autocratic
Leadership
Style
(ALS)-

Section 2:
Democratic
Leadership
Style
(DLS)-

Section 3:
Laissez-faire
Leadership
Style (LFLS)-

Section 4:
Situational
Leadership
Style
(SLS)-

Section 5:
Transformational
Leadership Style
(TLS)-

Section 6:
Charismatic
Leadership
Style (CLS)-

Section 7:
Employee
Motivation
(EMTV)-

Section 1:
Autocratic
Leadership Style
(ALS)Section 2:
Democratic
Leadership Style
(DLS)Section 3:
Laissez-faire
Leadership Style
(LFLS)Section 4:
Situational
Leadership Style
(SLS)Section 5:
Transformational
Leadership Style
(TLS)Section 6:
Charismatic
Leadership Style
(CLS)-

1

0.626

0.61

0.417

0.823

0.356

0.626

1

0.449

0.591

0.695

0.811

0.61

0.449

1

0.419

0.407

0.363

0.417

0.591

0.419

1

0.404

0.537

0.823

0.695

0.407

0.404

1

0.44

0.356

0.811

0.363

0.537

0.44

1

The correlation analysis results indicate that the variables are not highly correlated, implying that
they can be used in the regression analysis. As a result, the author performed a regression analysis to
understand better the relationship between various leadership styles and employee motivation.
4.6 Regression
The regression analysis has been made to understand the relationship between different leadership
styles and employee motivation. Here, the following regression model has been used.
X (Dependent Variable) = Y (Independent Variables)
Or Employee Motivation = Leadership Styles
Or Employee Motivation (EMTV) = {Autocratic Leadership Style (ALS) + Democratic Leadership
Style (DLS) + Laissez-faire Leadership Style (LFLS) + Situational Leadership Style (SLS) +
Transformational Leadership Style (TLS) + Charismatic Leadership Style (CLS)}
The summary of the findings from the regression analysis is shown below:
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Table 5: Regression Summary and ANOVA

According to the analysis results, the value of R square is 0.842, indicating a positive relationship
between the dependent and independent variables. A one-unit change in the independent variables can
result in a 0.842-unit change in the dependent variable. As a result, it was discovered that there is a strong
link between various leadership styles and employee motivation.
Table 6: Coefficients of the variables
Coefficients
Model

1

Unstandardised
Coefficients
B
Std. Error
.026
.180
-.071
.163

Standardised
Coefficients
Beta

(Constant)
Section 1: Autocratic
-.071
Leadership Style (ALS)Section 2: Democratic
-.386
.167
-.400
Leadership Style (DLS)Section 3: Laissez-faire
.436
.115
.410
Leadership Style (LFLS)Section 4: Situational
.442
.132
.474
Leadership Style (SLS)Section 5: Transformational .419
.155
.409
Leadership Style (TLS)Section 6: Charismatic
.150
.095
.149
Leadership Style (CLS)Dependent Variable: Section 7: Employee Motivation (EMTV)-

t

Sig.

.146
-.437

.884
.663

-2.317

.023

3.787

.000

3.356

.001

2.712

.008

1.582

.117

Finally, the coefficients of the variables have been determined to determine the study's significant
variables. The researcher discovered that Democratic Leadership Style (DLS), Laissez-faire Leadership
Style (LFLS), Situational Leadership Style (SLS), Transformational Leadership Style (TLS), and
Charismatic Leadership Style (CLS) are the most significant variables among the six variables studied:
Autocratic Leadership Style (ALS), Democratic Leadership Style (DLS), Laissez-faire Leadership Style
(LFLS), Situational Leadership Style (SLS), Transformational Leadership Style (TLS), and Charismatic
Leadership Style (CLS). Again, the study's less significant variables were Autocratic Leadership Style
(ALS) and Charismatic Leadership Style (CLS).
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5
Discussion
5.1 Leadership Styles
The result is consistent with Jayasingam and Cheng (2009), who stated that this kind of leader
controls all actions and choices while restricting personnel's ability to innovate. As a result, this leader
attempts to limit employee performance. Employees were given a little opportunity to offer suggestions
because they were given a small chance (Amanchukwu et al., 2015). An autocratic leader usually makes
choices based on their views and opinions, which seldom include input from followers, and all these
leaders maintain complete control over their employees (Zareen et al., 2015).
As a result, the researchers discovered a link between transformative leadership and employee
motivation. A favourable connection has also been found in certain areas between transactional leadership
style and employee motivation. In their stated views, respondents do not see much of a distinction
between transformative and traditional leadership practices. The transactional portion of the conducted
interview, on the other hand, followed a distinct pattern. The transactional leadership levels are less
linked to each other, indicating that transformational leadership is more successful than transactional
leadership at drawing in workers and creating opportunities for motivation. This is comparable to the
findings of Jayasingam and Cheng (2009), who discovered that autocratic power had a detrimental impact
on employee performance. Puni et al. (2014) and Akor (2014) study back up this claim.
Autocratic leadership, from the other side, has a negative effect on staff motivation. This implies that
under an authoritarian leadership style, workers are not motivated. Employees are not affected by
charismatic or laissez-faire leadership styles, according to our findings from the interview. It has also been
discovered that the situational leadership style does not affect the motivation of any employee. We
gathered from the interviews that none of the employees had any experience with these three leadership
styles. The findings and consequences of this study provide suggestions for improving a manager's
leadership abilities to improve employee motivation.
According to Ojokuku, et al., (2012) this finding is correct. According to the research, under this kind
of leadership style, workers are encouraged to believe that the company is there for them and are given
more responsibility with very little supervision, which leads to increased organisational efficiency as per
Iqbal et al. (2015) as well as Bhatti et al. (2012) study have both given their approval. This kind of
leadership promotes innovation, teamwork, and employees are often involved in tasks that improve
performance (Verba, 2015). Such leaders don't offer recommendations, but they question other people's
views (Iqbal et al., 2015). This leadership encourages all organisation members to participate in the
ultimate decision-making process and in all other steps necessary to achieve their goals (Trivisonno and
Barling, 2016). This leader's personality is linked to dissatisfaction, a lack of productivity, and creativity
(Limsila and Ogunlana, 2008). Morreale (2002) claims that the manager fails to lead the team and fulfil
their leadership responsibilities. Leaders with this manner maintain a hands-off approach, participating in
decision-making only rarely and providing no advice or direction. This conclusion differs from Chaudhry
and Javed's (2012) findings, which show a link between laissez-faire leadership style and employee
motivation. Nuhu (2010) and Sougui et al. (2016) studies have backed up this assertion.
5.2 Effect of Leadership Styles on Employee Motivation
According to the study's findings, there is a strong positive connection between transformational
leadership and employee performance and staff motivation. This same transactional leadership style of
the leaders seems to have a significant effect on the degree of motivation of workers, as it relates to the
connection between transactional leadership style and employee motivation; it was apparent that there is
a tangible tie between the two. The authoritarian style of leadership has a negative effect on staff
motivation. The findings of the studies showed that authoritarian leadership does not have a positive
impact on employee motivation. One of the study's key findings is that leaders should avoid conduct that
resembles authoritarian leadership. Even though this research was unable to find any substantial evidence
to indicate whether any leadership styles are a complete waste of time or outright unfavourable, it can be
stated without a shadow of a doubt that certain leadership styles are much more effective than others.
With careful regard to our previous remark that no leadership style is flawless or all-sufficient, this
viewpoint constitutes an essential element of our contribution. Furthermore, businesses should work to
improve their understanding of how their leadership style affects their workers. Choosing the style that
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best fits the organisation's objectives and the needs/desires of employees would be a welcoming policy
that will boost employee productivity and motivation.
6

Conclusion
It may be stated that democratic leadership is the most often used leadership style among direct
supervisors in the automotive sector. Furthermore, a modest degree of laissez-faire leadership is used.
Autocratic leadership styles boost employee motivation. The results indicate that employee performance
improves when an autocratic style is used, although this is statistically insignificant. Democratic
leadership is a crucial type of leadership that promotes job execution and staff success. Employees
preferred a democratic leadership style placed above a white transactional autocratic leadership as well as
a laissez-faire leadership style. As a result, the democratic leadership style received the highest average
score of something like the employee motivation measurement over transactional autocratic leadership
and laissez-faire leadership style. As a result, it can be stated that increasing democratic leadership style
leads to higher employee motivation. Employee performance benefits from a laissez-faire leadership style.
Employee motivation in the automotive sector has increased when a laissez-faire style of leadership is
used, although this is not statically important.
Employees are usually expected to be loyal to their bosses. Employees' expectations of their leaders,
and the preferred leadership styles, were investigated in this research. The study's results and other
helpful material in this work will assist in the creation of strategies and the achievement of goals via the
development and adoption of a good leadership style. As a result, leaders and managers should be aware
of the significance of transformational leadership and strive to demonstrate it in their daily activities.
Transactional leadership is indeed a powerful form of leadership. It showed a somewhat favourable
relationship with employee motivation at work. Loyalty to the boss and internalisation of supervisor's
values were slightly correlated with individualised consideration and active management-by-exception. It
suggests that a fair compensation package with appropriate perks is critical for employee-leader
interactions and employee motivation. Managers should work with workers to develop an inclusive and
equitable incentive system. Expectations should be defined, and if objectives are met, preparations should
be made for employees to be acknowledged in return for their efforts. Employees would be more willing
to take on additional tasks if they knew their efforts would be rewarded somehow. When mistakes have
been made at business, leaders must pay close attention to the faults and the standards that must be met,
maintain a note of the errors, and take corrective action as quickly as possible.
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