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[bookmark: _Toc42082810]ABSTRACT

The study looked at the effect of the leadership strategies on employee performance at Avani hotel in Livingstone District. The aim of the study was to establish how management leadership strategies affected employee performance in the hospitality industry.  
The target population included hotel workers in Livingstone and the study population was selected from Avani Hotel. Correlational design was adopted as the study was quantitative in nature. Data were collected using Kouzes’ and Posner’s Leadership Practices Inventory (LPI). The self-form was administered to the managers while the observer form was administered to the junior staff.   
The data were analyzed using the descriptive statistics and regression analysis. The Statistical Package for Social Sciences (SPSS) version twenty was used to facilitate interpretation of the data. The analysis revealed that management at the Hotel usually led by example, sharing exciting future dreams, supporting decisions people make on their own, making certain that the goals are achievable, and taking initiative to overcome obstacles.  The study also revealed that management at the Hotel is usually perceived to be challenging people to be innovative, making people know management is confident in their abilities, supporting decisions people make on their own, giving people freedom and choice to do their work, and speak with conviction about work. Finally, the analysis showed that apart from punctuality among employees, the leadership strategies did not affect employee efficiency, employee creativity, employee-commitment and employee ownership of work at the Hotel. The conclusion of the study is that there is no coordination between the leadership strategies and employee performance at the Hotel. That means that the leadership strategies could be effective in other areas but they have little influence on employee performance. On the other hand, the results suggest that employee performance at the Hotel could be accounted for by other factors rather than the leadership strategies of their managers. Therefore, management needs to revisit the strategies in order to enhance employee performance. The human potential at the company needs to be fully utilised for production. 


[bookmark: _Toc27308486]
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Chapter One
[bookmark: _Toc42082811]Introduction
[bookmark: _Toc27308487][bookmark: _Toc42082812]1.0	Overview
Research into leadership and change management is generally abundant, but this paper argues that leadership strategies, particularly in the hospitality industry are under-researched. Whereas leadership studies in other areas such education (e.g. Maliwatu, 2011; Simango, 2015) and business (Chisanga, 2016) literature on leadership strategies in the hospitality industry have been sporadic in Zambia. This shows that research in the field of hospitality industry leadership is relatively new to the Zambian context. Thus, this study explores the leadership strategies that are employed at AVANI Hotel in Livingstone and how employee performance is affected by such strategies. 
This is an introductory chapter of the dissertation. It is structured as follows: 1.1 is the background, 1.2 Statement of the problem, 1.3 purpose of the study, 1.4 Hypotheses of the study, 1.5 significance of the study, and operational definitions 

1.1 [bookmark: _Toc42082813]Background to the Study
To fully understand and appreciate the nature of leadership strategies and how they affect performance, it is essential to have some background knowledge of the history of leadership research, the various theoretical streams that have evolved over the years, and emerging issues that are pushing the boundaries of the leadership frontier. 
The scientific study of leadership began at the turn of the 20th century with the great man or trait-based perspective, which shaped history through the lens of exceptional individuals. This perspective suggested that certain dispositional characteristics (i.e., stable personality attributes or traits) differentiated leaders from non-leaders. Thus, leadership researchers focused on identifying robust individual differences in personality traits that were thought to be associated with effective leadership. Traits such as intelligence and dominance were identified as being associated with leadership. However, trait research, was short-lived following the rather pessimistic interpretations of these findings by many leadership scholars (Day & Zaccaro, 2007). This was the first major crisis reorientation of leadership research.
Therefore, the limitations of the trait literature led leadership researchers to focus on the behavioural styles of leaders. This line of research focused on the behaviours that leaders enacted and how they treated followers.  Researchers identified two overarching leadership factors generally referred to as consideration (i.e., supportive, person- oriented leadership) and initiating structure (i.e., directive, task-oriented leadership). Nonetheless, leadership research found itself again in crisis because of contradictory findings relating behavioural “styles” of leadership to relevant outcomes. That is, there was no consistent evidence of a universally preferred leadership style across tasks or situations (Gardner et al., 2010).
[bookmark: _GoBack]The inconsistencies in the evidence regarding behavioural styles of leaders led to the proposition of contingent on the situation. As a result, scholars began to focus on leadership contingencies. The leadership contingency theory stated that leader-member relations, task structure, and the position power of the leader determine the effectiveness of the type of leadership exercised. Whereas there is some ongoing interest in contingency theories, the overall influence of the approach appears to have tapered off dramatically. Only about 1% of the articles published in the last decade focused on contingency theories (Gardner et al., 2010). 
Soon after the contingency movement became unpopular, another line of research focusing on relationships between leaders and followers (i.e., the relational school) began generating substantial theoretical attention and became the focus of research. This movement predicts that high-quality relations generate more positive leader outcomes than do lower quality relations. This theory has been supported empirically and continues to find new directions (Gerstner & Day, 1997; Ilies, Nahrgang, & Morgeson, 2007). Overall interest in relational approaches to leadership appears to be relatively strong (Gardner et al., 2010).
However, relational approaches have been criticised, mainly, for being transactional; that is, the focused on the mutual satisfaction of transactional (i.e., social exchange) obligations. Thus, Nahrgang, & Morgeson (2007) believed that a different form of leadership was required to account for follower outcomes centred on a sense of purpose and an idealized mission. He referred to this type of leadership as transformational leadership, in which idealized and inspiring leader behaviours induced followers to transcend their interests for that of the greater good; the Bass model has federated much of the research in this area (Bass, 2008). Transformational and charismatic leadership, and other models categorized under the heading of “Neo-charismatic” approaches, make up the single most dominant leadership paradigm over the past decade (Gardner et al., 2010). 
Times have changed, and technology has evolved beyond the industrial era, and with it, ideas about leadership, progress, and productivity. While traits or Great man theory remain an important part of leadership theory today, it has moved beyond this original concept to the “neo-charismatic approaches (Petrie, 2014).  Unfortunately, much of the business world is still stuck in the past. Leaders still rely on the same outdated techniques from the industrial revolution. In the aim of making profit, leaders are driven by self-interest in order to maximize their own power, make money, generate profit, and achieve a prominent status.  Thus, Brandt (2013) argues that many organizations’ current attitudes toward money are “healthy remnants” of direct command-and-control systems. 
[bookmark: _Toc419443704][bookmark: _Toc42082814]1.2 Statement of the problem
Employees are the most important resource for a business (Grigoroudis, Tsitsirisi, & Zopounidis, 2013).  The success of a hospitality firm is to some extent as a result of the leadership strategies employed by managers and leaders to motivate their employees to reach their maximum potential, to be engaged, to embrace change, and to make good technical decisions that can enhance the good of the employees as well as the company (Bennett, 2009). The failure by leaders to employ leadership strategies is very costly to any industry. This failure shows its ugly face in terms of employee-turnover, absenteeism, low performance, customer dissatisfaction, and if not arrested, this in the long term can be very costly to the hospitality organisation (Lim and Boger, 2005).  Scholars in Management studies have often highlighted the importance of leadership strategies in relation to organizational processes and outcomes-ranging from acceptance of innovations to work attitudes, perceptions, behaviour, service quality, and client outcomes (Aarons, 2006).
Although many segments of the economy have a surplus of qualified and stable staff, the employee turnover rate in the hospitality industry in Livingstone District is high because of competition for talent within the industry (Bizcommunity, 2019).  Without any sound employee performance improvement strategies, hospitality industry leaders may find it difficult to attract and retain high-performing employees (Carter, 2013).  Lack of performance-improvement strategies in any organization contributes to poor employee performance, reduced efficiency, and potential failure of the business (Balcioglu & Nihinlola, 2014). 
The Avani Hotel has been undergoing structural changes that include brand and managerial changes.  Initially, the brand name was Mosi-O-Tunya [The Smoke that Thunders], then became Sun Hotel and now Avani under different managements (Bizcommunity, 2019).  When organisations undergo initiatives to improve performance, they often involve changes to processes, job roles, organizational structures and types and uses of technology. However, it is actually the employees of the organization who have to ultimately change how they do their work. If the employees do not embrace and learn a new way of working, the initiative is likely to fail (Petrie, 2014).  Changes at the Hotel, generally evoke emotions of fear, uncertainty and fear resulting into high staff turnover (Bizcommunity, 2019).  This is worrying for the Hotel which has always been one of the best in the Country. 
Despite this scenario, there were no empirical studies conducted on leadership strategies and how they affect staff performance at Avani Hotel. The researcher sought to investigate how the leadership strategies employed by Avani hotel have affected employee performance.
[bookmark: _Toc42082815]1.3 General objective 
The general objective of the study is to establish leadership strategies that are applied by AVANI management to motivate employee performance. Perpetual changes of management at the AVANI have been subjecting employees to fear and uncertainty over their job security. Implications for positive social change arising from the study could include providing hospitality industry leaders with an in-depth understanding of leadership strategies for employee engagement and performance improvement.  By using these strategies, hospitality business leaders could reduce the employee turnover rate, achieve higher productivity, increase revenue, and create employment opportunities for people in the local community. 
[bookmark: _Toc42082816]1.4 Specific Objectives
The proposed study was guided by the following objectives: 

1.5.1	To identify leadership strategies employed at AVANI hotel.
1.5.2	To establish employee perception of the leadership strategies at AVANI hotel.
1.5.3   To establish the effect of leadership strategies on employee performance at AVANI hotel.

[bookmark: _Toc27308493][bookmark: _Toc42082817]1.5	Research Questions
The proposed study focused on answering the following research questions
1.5.1	What are the leadership strategies employed at the Hotel?

1.5.2	What is the employee perception of leadership, the leadership strategies at the Hotel?
1.5.3   What is the effect of leadership strategies on employee performance?
[bookmark: _Toc42082818]1.6 Hypotheses
The study was tested using the following hypotheses:
H0: There is no relationship between leadership strategies and employee performance.
HA: There is a relationship between leadership strategies and employee performance.
[bookmark: _Toc27308491][bookmark: _Toc42082819]1.7 Significance of the Study
The findings of this case study may contribute to business practice by providing information on strategies to improve employee performance.  Business leaders could gain from the results of this study to increase their body of knowledge on strategies for engaging and motivating employees for improved performance.  The findings can help business managers to improve strategies and 
Practices.  Business leaders could use the findings of the study to identify factors that support employee engagement, improve performance, and increase revenue.  The findings of the study may contribute to positive social change through improved leadership performance, which, in turn, should increase employee performance and boost profits and thus benefit the local economy.  Corporate leaders who apply the study findings could increase employees’ satisfaction and improve productivity, which could lead to social stability.  
[bookmark: _Toc42082820]1.8 Scope of the Study
The scope of the study is limited to the Hospitality industry, hotel in particular. Even among hotels, the study focuses on one hotel which has constantly been subjecting employees to uncertainty and fear of job security. Besides, although the study focuses on leadership strategies, the study borrows some concepts and explanations from the change management theory for clarifications sake. 
[bookmark: _Toc27308494][bookmark: _Toc42082821]1.9	Definitions of terms
The hospitality industry: an industry that depends on the availability of leisure time and disposable income.
Leadership strategy: Ability to motivate and inspire others through soft skills, consensus building, relationships, listening, and understanding and taking the team along (Petrie (2014).
Employee performance: The job related activities expected of a worker and how well those activities were executed. 
Vision: Providing a sense of direction for the long term by articulating and defining what has previously remained implicit or unsaid. Visioning often uses images, metaphors, and models that provide a focus for new attention. 
[bookmark: motivation]Motivation: The use of wants and needs to influence how a person thinks and performs.
Reward: A thing given in recognition of service, effort or achievement 
Autocratic leadership: Autocratic leadership, also known as authoritarian leadership, is a leadership style characterized by individual control over all decisions and little input from group members.
Democratic leadership: Democratic leadership, also known as participative leadership or shared leadership is a type of leadership style in which members of the group take a more participative role in the decision-making process.
Laisser-faire leadership: Laissez-faire leadership, also known as delegative leadership, is a type of leadership style in which leaders are hands-off and allow group members to make the decisions.
[bookmark: _Toc42082822]1.10 Organisation of the Thesis
The thesis is structured as follows:
Chapter One: This chapter introduces the topic, provides the background to the study and states the aim and objectives and research questions. Also, the chapter emphasizes the research problem, significance of the study, definition of terms and provides the layout of the study.
Chapter Two: This chapter reviews existing literature with a focus on the issues and problems found in the research, showing how a research model is derived from the reviewed literature on leadership. The aim and objectives of this study are linked with other studies related to leadership practices and their effect of employees so that the reader can appreciate the context of the study.
Chapter Three:  This chapter discusses the rationale for the research methodology. Furthermore, the research design and strategies, target population, sampling, research instrument, pilot study, administration of the questionnaire, collection of questionnaires and data analysis.
Chapter Four: This chapter presents study results. The chapter presents analyzed findings in a graphical form in line with the objectives and theoretical framework of the study.
Chapter Five: This chapter has discussed and interpreted the findings. That means it has provided critique to the findings as well as relating the findings to the reviewed literature to identify similarities or divergences. 
Chapter Six: This chapter concludes the dissertation with a summary of the research findings and makes recommendations on the way forward.
[bookmark: _Toc42082823]1.11 Chapter Summary
This chapter has introduced the study. In particular, it has presented the background, the statement of the problem, objectives of the study, significance of the study and operational definitions. This is aimed at making the reader appreciate the context of the study. The next chapter will review the literature related to this study. 



[bookmark: _Toc42082824][bookmark: _Toc27308495]Chapter Two
[bookmark: _Toc42082825]Literature Review
[bookmark: _Toc27308497][bookmark: _Toc42082826]2.0	Overview
This chapter looks at literature of leadership strategies and they relate to employee performance. The importance of leadership strategies in any organisation cannot be overemphasised in any organisation. Leadership strategy provides the vision and direction for the growth and success of an organization (Gupta, 2012). Literature has revealed that there are many factors that influence how leaders are able to influence others.  The focus of this review will be on leadership strategies in modern organisations not in families or non-profit making organisation; principles and theories of leadership will be reviewed but the application of specific leadership strategies will the focus. Throughout history, there have been cases of great leadership. Literature will review some of the most noteworthy and use them as examples for this study. Empirical studies will also be reviewed to identify the various types of leadership strategies used in to influence employees and how they impacted them. This review, therefore, will add to the body of knowledge on the leadership strategies and how they affect employee performance.
The chapter is structured as follows: 21. Leadership theory, 2.2 empirical studies, 2.3 is the identification of the gap, and 2.4-chapter summary.
· For Individuals 
· Virtual Certification
· Training Programs
· Practitioner Certification
· Advanced Certifications
· Tools and Resources
· For Organizations 
· Enterprise Training
· Advisory Services
· Licensing
· eLearning
· Speaking Engagements
[bookmark: _Toc42082827]2.1 Leadership Theory
This section of literature defines leadership, leadership styles, and explains the theoretical framework for the study that elaborates the effects of leadership approaches on employee performance.
Leadership can simply be defined as the ability to influence others; it is a process of social influence in which one person can enlist the aid and support of others in the accomplishment of a common task. There are innumerable definitions of leadership. However, a precise and comprehensive definition of leadership is that formulated by Tannenbaum, Zerpa & Ramirez (2013) who state that it consist of interpersonal influence, exercised in a situation and directed, by means of the communication process toward the attainment of a specified goals. They point out that leadership always involves attempts by a person (leader) to affect or influence the behaviour of a follower (or followers) in a situation.  
Leadership is a process; although some scholars have indicated people are born with individual qualities that could help determine which style. According to Odumer and Ogbonna (2013), leadership contributes to the overall well-being of organizations and staff achieving a goal, which is similar Bolden’s (2011) theory that leadership is the interaction of individuals trying to achieve a shared vision. The perspectival leadership theory indicates there are different understandings of leadership (Gagnon, 2012).  The way organizational leaders view leadership may differ, but the concept is important to organizational effectiveness (Northouse, 2012; Tonkin, 2013). Depending on the responsibilities of a leader, different activities are necessary (Youngwirth, 2013); therefore, role clarity is an important part of leadership (Abu Elanain, 2012).  Numerous organizations stress on formulating the team and workflow to increase the efficiency of the performance in the organization. To achieve this, the role of the leaders is of high importance in the organization. Formulation of high performing teams can be accomplished by learning the expectations and references of team members. Furthermore, every member of the organization should have clear responsibilities, duties and need to understand their role in this entity (Northouse, 2012). 
The effective leader gets other (followers) to act. They may impel them to action by any of numerous devices: persuasion, influence, power, threat of force and appeal to legitimate right. The person who occupies a leadership position must transmit feelings and exhortations to followers by the process called communication. A successful leader is the one who can appeal to constituents in a meaningful way.  It should be emphasized that the leader of a group in a formal organization has the dual objectives of representing the interests of the group to higher management and of getting subordinates to work for the goals of the enterprise as a whole. The problem of leader ship is further complicated by the fact that individuals within a group of followers may (and usually do) possess varied and conflicting goals (Arham, 2014). These may not always be compatible with objectives of the total organization or of the immediate group. Followership is intimately related to leadership. A person’s attempted leadership is only effective insofar as he is able to cause other to respond favourable to initiation of action.
Leadership is both a process and property. As a process, leadership focuses on what leaders do; leadership is the use of no coercive influence to shape the group or organizational goals, motivate behaviour towards the achievement of those goals and help define a group or organizational culture (Arami, 2016). As property, leadership is the set of characteristics attributed to individuals who are perceived to be leaders.
Leadership derives from the power and is similar to, but distinct from, management. Thus, it can be said that a manager is necessarily a leader but a leader may not be a manager; but the ability to lead effectively is one of the keys to being an effective manager because they have to combine resources and lead a group to achieve objectives (Arami, 2016). Distinguishing a leader from a manager, Locke (1991) suggests that the leader establishes vision and strategy while the manager implements the vision and controls the means to reaching the goals set by the leader. Kotter (1990) observes that management is about coping with complexity and leadership about coping with change, again by ‘creating a vision’ whereas managers will ‘develop a plan’. The inference that effective leaders must be able to influence and guide using vision and direction, suggests that they possess more sophisticated personality characteristics. Adair (2003), for example, discusses leadership as an art form, as compared to the science of management, whereby leadership is associated with personality and vision, management with structure, routine and methods. Personal attributes associated with leadership, such as creativity, are the ‘added value’ that leadership brings to management (Adair, 2005: 62). 
The hospitality industry [including Avani], has undergone complex changes in its environment including but not limited to, pressures and demands that can be stressful, especially for the frontline personnel. Such changes demand good leadership strategies in order to positively affect the performance of employees (Adair, 2005: 62). In the case of Avani Hotel, the researcher investigated the relationship between the leadership strategies employed and how these affected the performance of employees.
[bookmark: _Toc42082828]2.1 .1 Leadership and Motivation
Leadership and motivation are closely interconnected. Motivation is a goal-oriented characteristic that helps a person achieve his objectives. It pushes an individual to work hard at achieving his or her goals. An executive must have the right leadership traits to influence motivation. However, there is no specific blueprint for motivation. As a leader, one should keep an open perspective on human nature. Knowing different needs of subordinates will certainly make the decision-making process easier. Both an employee as well as manager must possess leadership and motivational traits. An effective leader must have a thorough knowledge of motivational factors for others (Garg, 2013). A leader must understand the basic needs of employees, peers and his superiors. Leadership is used as a means of motivating others. By understanding motivation, one can appreciate better what people want and why they act as they do. A leader can encourage or dampen workers’ motivation by creating a favourable or unfavourable working environment in the organization. That means leaders can influence the followers’ behaviour in some ways. Leaders can influence workers either to do ill or well for the company. The leader must be able to empower and motivate the followers to the cause (Chaudhry & Javed, 2012). Have the leaders at Avani Hotel applied their leadership skills to motivate the workers in the quest to improve employee performance?
Motivation is a factor that influences employers, owners, and leaders. For instance, Kroon, Voorde, and Timmers (2013) explored the factors that could stimulate high performance in the workplace, such as employee abilities, employee motivations, and opportunity to perform. By reviewing these factors, Kroon et al. considered obstacles that would deter employees, such as resources or lack thereof and leaders’ strategic decision-making. Even though lack of resources affects the ability to motivate through compensation, leaders’ expertise could positively influence employee performance (Kroon et al., 2013). 
Employee's motivation plays a crucial role in leadership effectiveness which leads to high productivity. According to Rost (2013), the effectiveness of leadership rests on a process of influence, in this case, employees are motivated to work towards goals, not through intimidation, but through individual inspiration. Motivation can be considered as one of most important factors that can help an organization to achieve its goals. Motivation is defined as “the extent to which persistent effort is directed toward a goal (Siehl, 2009). Rahim (2012) noted motivated employees typically believe that they are doing something valuable and they hope that their participation is valued. The early motivational theories such as Taylor’s Scientific Management theory view organizations as complex social systems in which an employee’s behaviors should be under strict control and isolated from other factors (Parsons and Broadbridge, 2011). 
Leaders of successful, high-growth companies understand that innovation is what drives growth (Bhatia, 2013). They believe that innovation is achieved by awesome people with a shared relentless growth attitude and shared passion for problem solving and for turning ideas into realities. Innovation is founded on a company's ability to recognize market opportunities and as a result, build a sustainable innovation organization from this (Burton & Thakur, 2009).
[bookmark: _Toc42082829]2.1.2 Styles of Leadership
Leadership style refers to a leaders’ behaviour towards group members. The behavioural pattern which the leader reflects in his role as a leader is often described as the style of leadership (Mach, Dolan, and Tzafrir 2010).  The leadership style is mainly due to the leader’s philosophy, personality, value system, and experience. It also depends on the types of followers and organizational atmosphere prevailing in the enterprise. The different types of leadership may be discussed under the following heads: 
1. Leadership styles based on authority (Autocratic, democratic, laisse-faire, and paternalistic).
2. Likert’s four styles of management leadership (exploitative, benevolent, consultative, democratic)
3. Leadership styles in the management grid (based on two behavioural dimensions: concern for people and concern for production).
4. Leadership continuum (It balances styles between the two extremes, i.e., boss-and subordinates-centred leadership: Forces relating to the manager, forces relating to the subordinates, and forces relating to the situation).  Manager can choose the appropriate leadership style. More often than not, managers lean toward the leadership style preferred by the organization’s top bosses.
 
Leadership styles affect employees differently. Effective leadership strategies facilitate creation of team work.  Based on the idea of followership, Prilipko et al. (2011) noted effective leadership is similar to Ying-yang because, in order for a leader to exist, they need followers and effective leaders require effective followers. Effective followers must gain skills, have compet00encies, and be willing to learn and teach (Prilipko et al., 2011). To be successful, leaders need followers who contribute to the success of the organization through teamwork because workplace relationships are common and will exist (Prilipko et al., 2011). Effective leaders can use individual consideration to develop followers. The individualized attention could help followers become leaders. 
Further, Riggio and Conger (2007) note, in their edited collection of writing and research on different elements of leadership practice, that leading effectively is essentially complicated because of the frequent caveat ‘it depends’: good leadership involves doing the right thing in particular circumstances, accounting for the task, followers, situation, timing and process. This more detailed consideration of the practice of leading in action has evolved in tandem with a focus on leadership development and the practice of learning to lead. This again brings the practice of leading back to the individual and their actions in becoming leaders, above and beyond personalities and behaviors. 
Also, effective leadership strategies motivate employees to be creative. Mokgolo, Mokgolo, & Modiba (2012) assert that effective leadership strategies such as transformational leadership motivate followers to achieve organizational goals while improving themselves. Transformational leaders also use intellectual stimulation to push employers to be creative in achieving shared goals. Leaders who use intellectual stimulation are strategic thinkers and help followers become problem solvers (Bass, 1985). These leaders use obstacles to ensure followers are moving toward common goals with an in-depth understanding of their duties (Mokgolo, Mokgolo, & Modiba, 2012). After they have an understanding of their capabilities, followers can perform their jobs and be a role model to others. The three attributes of a leader are reliability, supporting others, and contributing to the group (Prilipko et al., 2011).  When followers understand they are important to the organization, they accept their role. Then followers who have trust in their leaders indulge the ideas and visions of the leaders. As the leaders of Avani Hotel seek to improve their business, have they employed transformational leadership styles to motivate and influence employees to do more, to feel valued and encouraged to do their best for the hotel?
Further, effective leadership strategy motivates employees to be committed. According to Dixon, Mercado, & Knowles (2013), employees will become committed and believe in the organization’s goals and culture if the leadership strategy of the organization is effective. The leader has an influence on the followers, which could determine how they perform their duties. The leadership style develops from the interaction between the leader and the follower (Moore, Cangemi, & Ingram, 2013).  
[bookmark: _Toc42082830]2.1.3 Leadership Practices
The study of leadership strategies cannot be complete without, first of all, understanding practices or actions that characterize different leaders.  Whereas leadership styles grow out of different leadership strategies, leadership strategies grow from leadership practices and actions taken in decision making problem solving (Prilipko et al., 2011).  Different models have explained what leaders actually do. However, this study adopted that model developed by Kouzes and Posner (2003), which is a practical model that works effectively within a range of organizations.  This model was used as a window into the leadership strategies by management at the Avani Hotel. Combining the two perspectives, the research project involved asking leaders and followers questions around: 
· what qualities individual leaders believed they needed when they were at their most successful
· what qualities those who were being led believed were important when they felt themselves being well led (Sonko, 2018)
The model claims that when working at their best, leaders and followers said leaders challenged, inspired, enabled, modelled and encouraged. These leadership practices are discussed in the following section:  
[bookmark: _Toc42082831]2.1.3. 1 Challenge the process
Kouzes and Posner’s research (2003) found that leaders thrive on and learn from adversity and difficult situations. They are risk takers who regard failure as a useful chance to learn and innovate. They are also early adopters. They seek out things that appear to work and then insist that they are improved. This practice suggests that successful leaders are never content with the status quo. They seek challenging opportunities to change, grow, innovate, and improve at a personal and organizational level; experiment, take risks, and encourage others to do so. They create a culture in which people feel able to learn from the accompanying mistakes (2007)
[bookmark: _Toc42082832]2.1.3.2 Inspire a shared vision
Kouzes and Posner (2007) found in their research that people are motivated most not by fear or reward, but by ideas that capture their imagination. This is not so much about having a vision, but communicating it effectively so that others take it on board. Successful leaders are future-orientated and seek to energize others by passion, enthusiasm and emotion. They want to bring people on board with this sense of shared purpose. Thus, they will create a vision of an uplifting and ennobling future where individuals feel energized by the organizational or team vision; enlist others in this common vision by appealing to their values, interests, hopes and dreams (Stellars, 2017).
[bookmark: _Toc42082833]2.1.3.3 Enable others to act
Successful Leaders do not seek to achieve it all themselves; they achieve results through others.  People must feel able to act and then must be supported to put their ideas into action. Collaboration and relationship-based work is central to success. Leaders foster collaboration by promoting cooperative goals and building trust between leaders and team members, and between teams; strengthen others by sharing information and power and by increasing their discretion and visibility (Kouzes and Posner, 2007).
[bookmark: _Toc42082834]2.1.3.4 Model the way
Leaders model the way for others. Modelling means being prepared to go first, living the behaviors the leader wants others to adopt before asking them to adopt them. People will believe not what they hear leaders say, but what they see their leaders consistently do. Successful leaders should, demonstrate the desired approach, and specifically set an example for others by behaving in ways that are consistent with their values and those of the organization; plan small wins that promote progress in individuals and teams, then build on these to maintain momentum (Kouzes and Posner, 2007)
[bookmark: _Toc42082835]2.1.3.5 Encourage the heart
Finally, Kouzes and Posner (2003) established that people act best of all when they are passionate about what they are doing. Leaders unleash the enthusiasm of their followers with stories and passions of their own. They enjoy celebrating successes, even small ones. They tackle difficult projects recognizing others’ contributions. They seek out and recognise individual and team contributions to the success of every project; celebrate team and individual accomplishments regularly, and look for engaging and novel ways to do so (Stellers, 2017). Thus, by identifying the leadership strengths and weaknesses across the five leadership practices, it is possible to spot a leadership strategy by practiced by a leader and management of an organization.
[bookmark: _Toc42082836]2.1.4 Leadership models and framework 
This section looks at the different leadership models and frameworks being applied and used in modern organizations. The models categorize the responsibilities required of people holding leadership positions. Review of academic research and studies on leadership expose a changing series of “schools of thought” from traditional to contemporary school of thought.
[bookmark: _Toc42082837]2.1.4.1 Traditional leadership Models
Traditional leadership models mainly include trait model and behavioral model of leadership. The main feature of a traditional leadership model is the stress on supervisory control over employees (Schnake, Dumler, & Cochran, 1993). The trait leadership models were determined by many theories such as “great man” theory where it tried to understand personal characteristics of great leaders who lived in the past. Those personal characteristics include innate qualities and characteristics possessed by great social, political and military leaders such as Ghandi and others (Northhouse, 2010). The fundamental principle of the trait theory is that, a good leader was born as a leader and not made to be a leader. These leadership traits mainly comprise individual’s physical characteristics, intellectual qualities and personality features (Slack & Parent, 2006).
Behavioral leadership model, on the other hand, emphasize the behaviors of the leaders or according to differences in the level of the authority given to their followers or subordinates. Behavioral leadership has three styles called autocratic, democratic and laissez-faire. Autocratic leaders keep all decision making and all other authorities to themselves and followers just do only what they are asked to do while democratic leaders encourage group participation and majority rule. Laissez-faire leaders give maximum level of authority to their followers and less involved in their works (Manning & Curtis, 2003).
Another traditional leadership approach is the situational leadership model. In situational model the style of leadership is matched to the level of readiness of the followers (Slocum & Hellriegel, 2007). The readiness of the follower refers to the follower’s ability to set high but attainable task related goals and a willingness to accept responsibility for reaching them, (Slocum & Hellriegel, 2007). The readiness depends on the task, which means the readiness of the same group of people would vary depending on the level of training they received, their previous experiences and their commitment to the organization (Slocum & Hellriegel, 2007).
[bookmark: _Toc42082838]2.1.4.2 Contemporary leadership models
The contemporary leadership models argue that effective leaders are those who have the cognitive and behavioural capacity to recognize and react to paradox, contradiction, and complexity in their environments” (Denison, Hooijberg, & Quinn, 1995).  Most common contemporary leadership models include charismatic, transformational and transactional leadership. Transactional leadership is based on an exchange of service for various kinds of rewards that the leader controls (Leithwood, 1992). Transactional leaders try to identify rewards that would motivate their followers in order to achieve their goals. In contrast, transformational leadership is defined as the collective action that transforming leadership generate to empower those who participate in the process (Leithwood, 1992). Transformational leaders are capable of bringing up a significant change; that is, it facilitates the redefinition of a people’s mission and vision, a renewal of their commitments, and the restructuring of their systems for goal accomplishment (Leithwood, 1992). Charismatic leaders have supernatural powers over their followers. House & Baetz (1987) defined charismatic leaders as the leaders who “by the force of their personal abilities are capable of having profound and extraordinary effects on followers. The followers of charismatic leaders are loyal and trust the charismatic leader’s values, behaviours and vision (Borkowski, 2005). Charismatic leaders use their own personal power instead of position power to influence followers in order to achieve their goals.
Contemporary leadership models emerged with the rapid increase of complexity, technological advancements and increasing demand for leaderful organizations and flexible firms. The main difference between traditional models and contemporary leadership models lies in the fact that all traditional models of leadership emphasise characteristics or behaviours of only one leader within a particular group whereas contemporary models involve teamwork and provide space to have more than one leader at the same time. According to contemporary leadership models a leader at one instance can be a follower in another instance. Traditional models do not tell the kind of skills that the leaders should have, but contemporary models focus more on the special skills or talents that the leaders must have to practice to face challenging situations (Palaima & Skaržauskienė, 2010).  For example, innovative thinking, improve the decision making process of leaders by exposing better alternative options for current methods, techniques and solutions. 
Based on the design of the study, which is exploratory, all the foregoing models will be useful to this study in terms of determining the theories supporting the leadership strategies being applied by the management of AVANI Hotel. In particular, reference to these theories will help the study to determine the dominant theory supporting leadership strategies; whether it is traditional or modern.  
[bookmark: _Toc42082839] 2.2 Empirical studies
This section puts the study into context by reviewing empirical studies related to leadership and employee performance. This is aimed at identifying the gaps that are existent in literature and studies carried out on the topic under study. The review on empirical studies is structured based on the global, regional and local levels. 
[bookmark: _Toc42082840]2.2.1 Global level
The measure of relationship between the employee performance and leadership draws considerable attention of scholars. Chan (2010) points out that the many researchers who have done studies on leadership strategies have not come up with a specific strategy suitable for specific issue, however Chan (2010) advises that it is important to note that different strategies are needed for different situations and leaders need to know when to use a particular approach and by using appropriate leadership strategies, leaders can affect employee job satisfaction, commitment, productivity and ultimately the organization’s performance through its employees. The amount of direction and social support a leader gives to subordinates/ followers depend greatly on their strategy to fit the situation.
In Atlanta Georgia, Sonko (2018), conducted a study to explore strategies that successful insurance business leaders use to improve employee performance. The classical management and transformational leadership theories served as the conceptual frameworks for this study. Using a semi-structured interview technique, 9 purposefully-selected insurance senior managers in Atlanta, Georgia were interviewed on how they successfully improved employee performance. Through open coding and thematic analysis, 4 themes emerged: goal setting and performance review; effective communication; training, coaching, and counselling; and good working environment and teamwork. Sixty-seven percent of participants cited effective communication, and 56% of respondents cited training, coaching, and counselling as well as a pleasant working environment and teamwork as strategies to improve the performance of employees. Findings for the 4 themes revealed that goal setting and performance review had positive effects on employee performance. Study findings show that a good working environment and teamwork have a positive effect on employee engagement. The findings of this study may contribute to positive social change by providing local insurance business leaders with additional strategies for improving employee performance. With improved employee performance, business leaders could generate extra revenue that they could use to advance community welfare. This study is important to the literature of this study as it gives a background to the identification of the leadership strategies in this study.
Further, in South Carolina, Stellars (2017) carried out a case study to explore leadership strategies of 2 small business managers in a manufacturing setting who had a demonstrable record of improving employee performance to meet organizational goals in South Carolina. Data were collected from semi structured interviews, archival documents, and observations of the managers during their daily activities. Data analysis included identifying relevant themes using the comparison method. Data were compared at each phase of the data collection process, revealing themes of following a vision, self-efficacy, self-determination, and need fulfilment. Findings suggest that other small business managers in similar contexts may improve employee performance using the transformational leadership approach, especially when employee encouragement, managerial experience, and adaptation are present. Small business managers and owners can benefit from the study results by using these findings to improve employee performance. Although this study focused on leadership of managers of small businesses, it is helpful to this study, especially in the identification of the leadership strategies commonly used in business entities.  
 In Australia, Zhang (2010) conducted a study on the relationship between perceived leadership style and employee engagement among sales assistants. The results showed that employee engagement is associated with an employees’ perception of leadership strategy of their direct supervisor, negative when classical or transactional leadership are perceived and positively in the case of visionary or organic leadership. Moreover, three employee characteristics moderated the relationship between the perceived leadership strategy and employee engagement in different ways.  Similarly, Chung-Fang & Yi Ying (2012) conducted a study on Taiwanese hotel industry and found that the leaders in this industry exercised transformational leadership with employees believing that their managers emphasizing innovations.
Also, Nguyen and Nguyen (2014) examined the influence of leadership behaviours on employee performance in the context of software companies.  The results revealed that idealized influence has a positive and significant influence on employee performance. The study suggested that leaders need to stimulate the employees‟ efforts to be more frequently innovative and creative. The study respondents were individuals working in the software companies in Vietnam; they did not concentrate on the senior managers in these firms.  
Polston-Murdoch (2013) looked at participative leadership and its impact on employee performance. Their study showed that leaders who use the participative style attain better employee performance than those who do not. Investigation of literature also reveals that path-goal leadership styles can predict subordinates’ commitment and as a result lead to improved employee performance (Aboyassin & Abood, 2013). Dixon and Hart (2010) also found a significant positive correlation between path-goal leadership styles and workgroup effectiveness culminating into superior employee performance. According to Negron (2008), participative leadership style points to an increase in employee performance characterized by high profits. Szilagyi and Sims (2008) supported the path-goal theory's propositions concerning the relationship between a leader initiating structure and subordinate satisfaction, but not leader initiating structure and subordinate performance, the same view is held by Dess & Robinson (2010). Malik (2013) showed that participative leader behavior is effective for attaining high employee performance because the leader consults with subordinates in setting, clarifying and achieving goals and also indicated that there is significant correlation between all the four path-goal leadership styles and employee performance. 
Further, Sundi (2013) in his study investigated the effects of transformational and transactional leadership on employee performance in Pakistan.  There is a positive and significant effect of idealized influence on employee performance as shown by the results. This study was however, conducted in an education setting thus the finding may not be entirely significant in the hotel industry. Similarly, findings from a study by Chou, Jiang and Wang (2004) confirmed that indeed managers should demonstrate more charismatic behaviours to enhance better performance among the subordinates and in teams they have been assimilated into. The study suggested that further research is required to investigate how idealized influence leadership behavior brings about higher level of project team’s performance. 
A researched was conducted by Widayanti & Putranto (2015) on Analysing the Relationship between Transformational Leadership and Transactional Leadership Style on Employee Performance in Indonesia.  The objective of this research is to find the relationship between transactional and transformational leadership to employee performance and the significant relationship between these two variables. This research consists of primary and secondary data. Primary data was collected through Multifactor Leadership Questionnaire (MLQ) based on Slovin Theory method. Secondary data was collected from the office assessment of employee performance.  Multiple regression analysis is used to find the relationship because it has more than one independent variable. The result proved that transactional and transformational leadership has positive relationship and it effects to employee performance either concurrently or partially. 
Akram, et al. (2012) conducted a research title How Leadership Behaviours Affect Organizational Performance in Pakistan. Sample size used by the researchers is 1000, where 500 questionnaires were distributed to managers and another 500 to employees of various private and public sector companies in 66 cities through random selection.  Correlation analysis and regression analysis were applied to analyse the relationship and the effect of leadership behaviours on performance. The findings concluded that leadership behaviours are interrelated and have high positive impact with employee performance. 
Nasir, et al. (2014) did a research on The Relationship of Leadership Styles and Organizational Performance among Academic Leaders in Malaysia. The study used correlation methods to measure the relationship between leadership styles and organizational performance. Five public universities in Selangor were chosen. The survey instruments from Kouzes and Posner Leadership Practices Inventory-Individual Contribution Self Survey (1997) and Multifactor Leadership Questionnaire (MQL) had been adapted.  The findings concluded that leadership behaviours are interrelated and have high positive impact with organizational performance. 
To understand how followers, contribute to effective results, Schyns, Maslyn, and van Veldhoven (2012) considered leader–member exchange (LMX) and span of control. Based on the results, Schyns et al. noted that an LMX relationship works in a group setting. To determine if leadership has an effect on performance outcomes, Abu Elanain (2012) examined the impact of LMX in the United Arab Emirates.  In the results, Abu Elanain noted that LMX positively relates to job satisfaction, employee performance, and organizational commitment. In the study, Abu Elanain opined that LMX positively affects role clarity. The results were consistent with a prior study by Psychogios and Garev (2012), who indicated the relationship between employees and leaders positively affects work outcomes, employee attitudes, and behaviors when clarity exists.  
The leadership strategy affects employee performance. To illustrate the leadership relationship, Kovjanic et al. (2012) indicated that followers’ basic needs of autonomy, competence, and relatedness facilitate the relationship between transformational leadership and employee job satisfaction, self-efficacy, outcomes, and commitment to the leader. A link exists between transformational leadership and followers’ job satisfaction; however, trust must exist between the leader and the employees for the relationship to work (Cavazotte et al., 2013). In a transactional relationship, there is a sense of trust that both leaders and followers want to meet their goals (Paracha et al., 2012). The relationship between leader and followers could have a significant effect on an organization. Followers’ relationship is important to employee performance. A leader’s behavior influences the way employees or followers perceive their job. 
Besides, leadership strategies contribute to job satisfaction (Paracha et al., 2012). Good leaders can get employees to maximize output (Choudhary et al., 2013). For the transformational leadership theory to be true, a leader must have the characteristics a follower desires. The follower then develops an idealized image of the leader and tries emulating the leader’s behaviors (Wang, Meyer, & Jackson, 2013).  In a 2015 study, Bayram and Dinc explored the job satisfaction in private universities. The results of the study indicate that employees whom are satisfied with their leadership strategy have an impact on the organization. When a transformational leader focuses on an individual’s growth, the followers work toward the goals of the organization. According to Hamstra, Van Yperen, Wisse, and Sassenberg (2013), transformational leaders influence the follower perception and what they achieve influences their perceptions of the leader.  The characteristics followers seek to depend on their expectations and needs, whereas leaders seek followers who adapt to change, have flexibility, and can multitask (Prilipko et al., 2011). The follower’s experience (age and work) and background have an influence on these characteristics. 
Employee satisfaction indicates if employees are content or satisfied with their work and self (Boyad et al., 2012). When employees feel satisfied with their jobs, their performance improves, and ultimately the individual performances complement the overall organization (Paracha et al., 2012). Organizational leaders consider job satisfaction a primary objective because the negative output of an employee could affect coworkers and customers (Sakiru et al., 2013).  Thus, leaders are an essential component of boosting employee job satisfaction and improving employee performance (Paracha et al., 2012). 
The type of organization may affect leadership strategies and employee performance, and Paracha et al. (2012) suggested addressing the makeup of the business environment in future studies on leadership.  Follower satisfaction is a result of proper leadership, and job satisfaction leads to improved employee performance (Sakiru et al., 2013). Leaders must understand the impact they have on employees’ perception of their job and organizational commitment. Job satisfaction is important to improving organizational performance (Millán, Hessels, Thurik, & Aguado, 2013). 
The foregoing studies are come from the global context which is different from the context of this study, but they are useful to this study because they focus on in the same topic and business environment.     
[bookmark: _Toc42082841]2.2 Regional Perspective
Apart from global studies, there are also regional studies, which looked at leadership and employee motivation. Ipas (2012) did a study on the perceived leadership style and employee performance in hotel industry; they found that autocratic leadership style is perceived as being the most used style by the managers that ensure expected results. They also stressed the fact that managers must find the good solution to help the employees to increase their individual performance.
Also, Kehinde and Banjo (2014) examined the impact of leadership styles on employee performance: A study of department of Petroleum Resources; The implication of their study was that “transformational leadership style” would bring effective results in organizations because it motivates employees to go beyond ordinary expectations, appeals to follower’s higher order needs and moral values, generates the passion and commitment of followers for the mission and values of the organization, instills pride and faith in followers, communicates personal respect, stimulates subordinates intellectually, facilitates creative thinking and inspires followers to willingly accept challenging goals and a mission or vision of the future mission and objectives of organization.
In the South African context Hayward, Davidson, Pascoe, Tasker, Amos and Pearse (2003) found transformational leadership to be more effective than transactional leadership in increasing employee performance. The research (Hayward et al., 2003) found a significant positive linear relationship between transformational leadership and employee performance but no significant linear relationship between transactional leadership and employee performance.
Elsewhere in Africa empirical evidence by Nuhu (2004) who sought to study the effect of leadership style on employee performance in Kampala City Council reveals that laissez faire leadership was practiced especially in higher offices and also the laissez faire leadership was existent, especially in lower offices. Laissez fare leadership strategy has a positive relationship with employee performance.
In the Ethiopian, Tsigu and Rao (2015) in their study on the impact of leadership styles in the banking industry found that transformational leadership style explained the variation on performance better than transactional leadership style. Hence, the researchers recommended that if banks emphasized more on transformational leadership style dimensions, it would enable them to better satisfy and hence gain more output from their employees. 
A study in Uganda by Gimuguni, et al. (2014) looked at the effect of leadership styles on performance of local governments, concluded that there is a moderate high positive and significant relationship between the three leadership styles (autocratic, lassies-faire, democratic), and employee performance in local government. The researchers revealed further findings that local government leaders use autocratic style of leadership to influence employees to perform their duties, but laissez- fair style of leadership dominated local leadership which could have caused delay in meeting deadlines. The findings also revealed that the local government has realized some performance in terms of increased work forces, high speed of accomplishment of work, effectiveness and timeliness due to democratic leadership. It was therefore concluded that local government tries to integrate the three leadership styles though autocratic and laissez faire dominated.
[bookmark: _Toc42082842]2.2 Local perspective
The current paper is concerned particularly with leadership strategies in modern organizations in Zambia and so will now turn its attention to this context. Empirical data on the nature of leadership strategies in the country is fairly limited. 
Maliwatu (2010) carried out a study on the effects of leadership in-service training for Head teachers on their leadership practices. This study was an attempt to establish whether or not the training provided for the serving head teachers enabled them to improve in their leadership practices, and also establish whether there was any significant difference in the leadership practices of the head teachers who had taken in-service training and those who had not taken the training. The study employed both qualitative and quantitative methods. The data for this study was obtained through Kouzes’ and Posner’s (2003) Leadership Practices Inventory (LPI-self and observer), which measure the leadership practices in five distinct areas: modelling the way, inspiring a shared vision, challenging the process, enabling others to act, and encouraging the heart. The study revealed that leadership training improves leadership practice.
The study by Maliwatu (2010) is of particular interest to this study as it, somewhat, similar to our study in terms of leadership strategies though it differs in terms of focus and context. While its context is education, this study focuses on business. However, it is similar to this study in the sense of applying the same study tool adopted from Kouzes’ and Posner’s (2003) Leadership Practices Inventory (LPI-self and observer).  This package approaches leadership as a measurable, learnable, and teachable set of behaviors (Goleman, 2004). Although this tool focuses on leadership practices, it is an acclaimed tool that helps individuals and organizations measure their leadership competencies behaviours. Besides, strategy has been studied for years by business leaders and by business theorists, yet there is no definitive answer about what strategy really is. One reason for this is that people think about strategy in different ways (Chhokar et al., 2007).
On the other hand, Sibanda (2015), focusing on the hospitality industry, undertook a study on the
factors affecting employee performance at Hotel Golf View in Lusaka. This was a comparative
study on the workers’ motivation during old and new managements of the Hotel. The study showed that employees were more motivated to work in the old management than in the new management. This scenario was related to the leadership styles and motivation of workers. 

Further, Simango (2016) conducted a study on the leadership styles among college Principals and middle Managers. The researcher employed qualitative methods in the collection and analysis of data. Triangulation was used in order to verify the information given during this study. The evidence from the literature review indicates that there is no single leadership style that may provide answers to all situations in institutions of higher education; rather, a blend of the leadership styles would be beneficial to college Principals. 
Also, Chisanga (2016) looked at the impact of leadership styles on the employee motivation at Investrust Bank of Zambia. The study adopted a quantitative methodology using positivism paradigm and survey research strategy. The target population was employees of Investrust Bank PLC in Zambia. The dissertation used probability sampling strategy to draw a sample of 122 at 95 % confidence interval and 5% margin of error under the 50% worst case scenario. The study has shown that the leadership styles at the Investrrust Bank did not positively impact employee motivation. 
The preceding local studies have shown that leadership studies have widely been studied in Zambia. However, these studies have focused mainly on leadership styles and their effect on employees, leaving the area of leadership strategies to be fairly limited in Zambia. Especially, leadership strategies employed in the hospitality industry and how they affect employee performance are sporadic.  This is the gap that is that motivated this study.  Even though literature has dwelt much on the leadership styles and their impact on employee performance, they are, in one way on the other, linked to the leadership strategies because every leadership style employs strategies and practices in making decisions and solving problems. Therefore, the literature is pertinent to the study as it provides a background to understand how Management of Avani Hotel employ different strategies to manage the organization.
[bookmark: _Toc42082843]2.3 Literature Summary
This chapter has reviewed literature on leadership models and empirical studies. In particular, literature has shown that studies on leadership styles are bounty, but studies related to leadership strategies and how they affect different organizations are sporadic.  The review has revealed that leadership models are categorized into traditional and contemporary theories.  Traditional models include trait, behavioral and situational while contemporary models include charismatic, transactional and transformational. These models are employed by leaders in different contexts and impact employees differently. The review has also looked at global, regional and local empirical studies related to leadership and employee performance. The review has demonstrated that while studies are concentrated on leadership styles and their impact on employee performance, studies on leadership strategies are generally sporadic. This is the area that this study investigated.  
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Chapter Three
[bookmark: _Toc42082845]Methodology
[bookmark: _Toc42082846][bookmark: _Toc27308508]3. 0 Overview
[bookmark: _Toc42082847][bookmark: _Toc488591604]The problem being addressed by this study is to establish leadership strategies that are employed by management in the hospitality industry focusing on Avan Hotel, and how these strategies affect employee performance. The reality of leadership and impact on employees is complex as it involves multiple realities; it requires a pragmatist philosophy to address it.  Therefore, the chapter presents the design, the study population, sampling techniques, data collection and analysis as well as the ethical principles that will be observed in the course of the study.
[bookmark: _Toc27308509][bookmark: _Toc42082848]3.1 Research Design
[bookmark: _Toc485542673][bookmark: _Toc485582806][bookmark: _Toc486146704][bookmark: _Toc486491809][bookmark: _Toc486502306][bookmark: _Toc486511913][bookmark: _Toc486585395][bookmark: _Toc486587941][bookmark: _Toc488591605][bookmark: _Toc27308510] The study adopted a correlational research design, which measures a relationship between two variables without the researcher controlling either of them (Clandinin, 2013).  This design enables the researcher to assess the degree of relationship between two or more variables It analyzes the correlation between two or more variables (Orodho, 2003).  This design suited well with the study because it was aimed at measuring the relationship between the leadership strategies at the AVANI Hotel and employee performance. The study also meant to identify leadership strategies employed at AVANI hotel. It further aimed at establishing employee perception of the leadership strategies employed at AVANI hotel.
[bookmark: _Toc414736663][bookmark: _Toc442617584] Besides, the study adopted a quantitative method approach.  According to Clandinin, (2013), quantitative research systematically investigates phenomena by gathering quantifiable data and performing statistical, mathematical, or computational techniques. This was aimed at testing the hypotheses stated earlier in chapter one of this study. 
[bookmark: _Toc42082849]3.2 Research Site
The site for the study was Livingstone district in Zambia; it is located in Southern Province. The capital lies at Livingstone, Zambia. Lying 10 km (6.2 mi) to the north of the Zambezi River, it is a tourism Centre for the Victoria Falls and a border town with road and rail connections to Zimbabwe on the other side of the Victoria Falls; its present population was estimated at 136,897 inhabitants at the 2010 census (Livingstone Tourism Association, 2018).   
Avani Victoria Falls Resort is a 3 star hotel in Livingstone hotel located near Victoria Falls and  is found within the Mosi-o-Tunya National Park and along Mosi-o-Tunya Road; about 7 Kilometers from the city center.
[bookmark: _Toc42082850]3.3 Study Population
The study population involved 182 workers at Avani Hotel.  In research, population is a precise group of people or objects that possess the characteristic that is questioned in a study (Neuman, 2011). This population was selected on the basis that it meets the criterion of being part of the hospitality industry and having been undergone different transitions lately. Also, this population was selected on the basis of easy access to information as the researcher once worked there as intern.
[bookmark: _Toc42082851]3.4 Study Sample
[bookmark: _Toc488591608][bookmark: _Toc27308513]The study included 50 participants from the total population of the employees of 182 employees, we intended to select a sample of 50 participants. The sample size was determined by using the following formula: nh = (Nh / N ) * n (www.stattrek.com)   was used to make calculations for the sample.

The interpretation of the formula is as follows: 
nh= Sample size for hth stratum 
Nh= Population size for hth stratum
N = Size of entire population
n = Size of entire sample
Table 3.1 Sample segmentation
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[bookmark: _Toc42082878]3.5 Sampling Techniques
The sample was selected using two sampling techniques; namely, stratified and simple random sampling. Whereas stratified sampling was used to select elements from each of the strata, simple random sampling was used to select elements from each stratum. This was based on the fact that the study population was stratified into different categories. Stratified sampling is a method of sampling from a population in statistical surveys when subpopulations within an overall population vary (Gustavsson 2007). For the sample size to be representative, it is advantageous to sample each subpopulation (stratum) independently. On the other hand, simple random sample is a subset of individuals (a sample) chosen from a larger set (a population). Each individual is chosen randomly and entirely by chance, such that each individual has the same probability of being chosen at any stage during the sampling process, and each subset of individuals has the same probability of being chosen for the sample as any other subset of individuals (Pryor, 2011).  A simple random sample is an unbiased surveying.  Simple random sampling suited well for this study as to make sure that the sample size was representative of the targeted population.
[bookmark: _Toc42082879]3.6 Data collection instruments
The study used a questionnaire to collect primary data. In particular, the study used the Leadership Practices Inventory (LPI) questionnaire. This is a 30 item questionnaire containing five subscales for each of The Five Practices of Exemplary Leadership. Each subscale contains six questions, with a 10-point Likert response scale. This was done in order to enhance reliability of the study as this tool has already been used in similar studies (e.g. Maliwatu, 2011), and has proven to be an effective tool in the study of leadership approaches. In order to test the hypothesis of the co-relationship between leadership strategies and their effect on employee performance, the researcher employed the use of questionnaire. By so doing, the researcher detached her feelings, values, and personal interpretation of feelings from having an influence on the outcomes of the collected data and interpretation therefore. Clearly, herein, the quantitative method of research was at play.


 In addition, secondary data were collected from journals and reports. Journals and reports were consulted in order to access current information on the topic. 
The tool was first exposed to face validity. That means, the researcher had to give the tool to the supervisor as expert who understood the topic to read through the questionnaire. The supervisor had to evaluate whether the questions effectively captured. There supervisor confirmed that the questionnaire did not have common errors like double-barreled, confusing, and leading questions.

After approval from the supervisor, this tool was first piloted on Fairmount Hotel, a different hotel in Livingstone but with similar characteristics to AVANI Hotel. The pilot was conducted on 10 employees of Fairmount on Hotel to validate the tool.  
[bookmark: _Toc42082880][bookmark: _Toc488591610][bookmark: _Toc27308515]3.7 Data collection procedure
Data collection is the process of gathering and measuring information on variables of interest, in an established systematic fashion that enables one to answer stated research questions, test hypotheses, and evaluate outcomes (Jason and Glewick, 2012). The researcher distributed a structured questionnaire to the respondents.  
Due to the busy schedule of the employees at the Hotel, they were given one week to collect back the questionnaires. To motivate respondents, the researcher ended the structured questionnaire with a “thank you” and restated the due date and how to return the questionnaires. They were supposed to deposit answered the questionnaires in a box in one of the offices at the Hotel. Of the total 70 questionnaires that were distributed, a total of 50 were returned, indicating a 50 return rate, representing 71%. 

[bookmark: _Toc42082881]3. 8 Data analysis instruments and procedures
Data analysis is the process of evaluating data using analytical and logical reasoning to examine each component of the data provided (Jason and Glewick, 2012).  In this study, data were analyzed using SPSS version 20. Before the actual analysis, responses from the questionnaire were entered into EXCEL spreadsheet and cleaned. Thereafter, internal consistency of the responses was tested using Cronbach’s Alpha (CA) which showed the value of 0.70.  According to Pryor (2011), the alpha value of internal consistency should be at least 0.70 or higher although a value from 0.60 to 0.70 is acceptable. Further, data were analyzed using frequencies and regression analysis.  Frequencies were used on the basis that they were aimed at providing a basic picture of the number of occurrences and analyse measures of central tendency.  As with nominal level variables, ordinal level variables are typically described with frequencies and percentages (Pryor, 2011). On the other hand, regression analysis was used to establish the effect of leadership strategies on employee performance at the Hotel.  Regression analysis is a set of statistical processes for estimating the relationships between a dependent variable (often called the 'outcome variable') and one or more independent variables (Creswell, 2012).
  
[bookmark: _Toc42082882]3.9 Ethical Considerations
Ethical considerations are norms for conduct that distinguish between acceptable and unacceptable behavior in research (McMillan, 2012). Based on the nature of the research study, informed consent and confidentiality was the only major research ethics that was observed in undertaking the proposed study. Informed Consent is one of the research ethics which demands that respondents’ right to decide whether or not to participate in the study is based on their own understanding of the research and the implications of their participation (Creswell, 2012). This implies that respondents of the research project should never be forced to take part in the project. To uphold this research ethic, the researcher explained to respondents the nature and purpose of the proposed study and implication for participation before seeking their consent. Respondents were thereafter, given an opportunity to exercise their right to decide whether to participate in this project or not.

On the other hand, Clandinin (2013) points out that knowing where confidentiality applies is an important prerequisite to the protection of confidentiality. In the study, the researcher was mindful of this research ethics and the fact that some responses could endanger the job security of respondents to merit confidentiality. The researcher did not therefore, use names on the questionnaires or quote respondents in any way that may disclose their identity.
[bookmark: _Toc42082883]3.10	Validity and reliability
[bookmark: _Toc42082884]Reliability and validity are concepts used to evaluate the quality of research. They indicate how well a method, technique or test measures something. Reliability is about the consistency of a measure, and validity is about the accuracy of a measure (Macmillan, 2012).
Reliability of was ensured by a number of ways. 
In this study, validity was ensured by a number of ways. First, validity of the tool was achieved by having it checked by experts to see whether questions effectively captured what they were intended to measure. They also checked for common errors like double-barreled, confusing, and leading questions. In addition, the tool was piloted on a different hotel but with similar characteristics to the target population. 
Reliability on the other hand, was establishing by testing internal consistency using Cronbach’s Alpha (CA). Thus, the consistency of questions was established at the value of 0.70 which is acceptable internal consistency.
[bookmark: _Toc42082885]3.11 Chapter Summary
This chapter has presented the methodology that was applied in the study. It has particularly, looked at the design, the site of the study, the study population, the data collection and analysis, ethical considerations, as well as reliability and validity of the study. This was done to enable the reader appreciate the different steps that were taken to address the research problem of this study. The next chapter focuses on the findings of the study.  


[bookmark: _Toc27308516]

[bookmark: Self-Administered_Questionnaire-“Method_][bookmark: Self-Administered_Questionnaire-Advantag][bookmark: Self-Administered_Questionnaire-Limitati][bookmark: Self-Administered_Questionnaire-Analysis][bookmark: Self-Administered_Questionnaire-Online_R][bookmark: Self-Administered_Questionnaire-Further_][bookmark: _Toc42082886][bookmark: _Toc27308517][bookmark: _Toc488591611]Chapter Four
Data Presentation, Interpretation and Analysis

[bookmark: _Toc27308519][bookmark: _Toc42082887]4.0 	Overview

[bookmark: _Toc42082888][bookmark: _Toc27308520]This chapter focuses on the data presentation, interpretation and analysis of the findings of the study. The purpose of the study was to investigate the leadership strategies that are practiced in the Hotel industry, particularly at AVANI Hotel in Livingstone in a bid to understand how employees are affected and motivated to perform their duties.  Despite the fact that leadership studies have been of interest to many stakeholders in the country; for example, educationists, politicians, policy makers, entrepreneurs and the public in general, studies on the leadership strategies in the hospitality industry in Zambia are limited and difficult to localize. As a result, there still exists a gap in the knowledge on problems associated with the leadership strategies and employee performance in the hotel industry in Zambia. Therefore, this chapter presents the findings of the study in accordance with the objectives of the study. The first section presents the leadership strategies practices by management at AVANI Hotel, the second section focuses on the perceptions of the leadership strategies, section three presents the results on the effects of the leadership strategies on employee performance at the Hotel and the chapter summary.

[bookmark: _Toc42082889]4.1 Leadership Strategies
As earlier indicated in the methodology chapter of this study, data were collected using the Kouzes and Posner’s Leadership Practices Inventory (LPI) assessment, which includes both self and observer assessment tools.  This tool is based on the assumption that exemplary leaders engage in five practices when they are making extraordinary thing happen in the organisation.  The five practices of exemplary leadership include (a) modelling the way, (b) inspiring a shared vision, (c) challenging the process, (d) enabling others to act, and (e) encouraging the heart. There practices were measured on an ordinal scale of 10 options: 1= Never, 2= Rarely, 3= Seldom, 4= Once in a while, 5= Occasionally, 6= Sometimes, 7= Fairly often, 8= Usually, 9= Very frequent, and 10= Almost always. Therefore, the data on the leadership strategies were collected from eight managerial staff of the Hotel (3 senior managers and 5 middle managers), and the details are presented in tables 4.1, 4.2, 4.3, 4.4 and 4.5, respectively. 

 Table 4.1 Modelling the Way 
	S/N
	Statement
	Mean
	St. Deviation

	1
	Challenging opportunities
	5.6250
	3.06769

	2
	Talks about the future
	7.6250
	2.55999

	3
	Develops cooperative relationships
	6.6250
	3.46152

	4
	Sets personal example
	7.6250
	2.38672

	5
	Praises people for job well done
	6.6250
	3.37797

	6
	Challenges people to be innovative
	7.1250
	2.58775


Source: Field data
Table 4.1 shows mean scores on how leaders motivate other employees.  Thus, management looks for challenging opportunities sometimes (Mean=5.6), usually talks about the future (7.6), develops cooperative relationships fairly often (6.6), sets personal example usually (7.6), praises people for the job well done fairly often (6.6) and challenges people to be innovative fairly often (7.1). This implies that management usually practices modelling by setting personal example (7.6) and talking about the future (7.6). 








Table 4.2 inspiring a shared vision
	S/N
	Statement
	Mean
	St. Deviation

	1
	Describes compelling image of future
	7.7500
	1.90863

	2
	Listens to diverse views
	4.2500
	2.43487

	3
	Makes sure people adhere to the principles
	5.8750
	1.64208

	4
	Makes people know their confidence in their abilities
	6.6250
	2.82527

	5
	Searches outside the organisation for innovations
	7.0000
	2.87849

	6
	Appeals to others to share exciting future dream
	8.0000
	1.19523


Source: Field data

Table 4.2 shows mean scores on how leaders envision the future of the organisation. The table shows that management describes compelling image of the future fairly often (7.8), listens to diverse views once in a while (4.2), makes sure people adhere to the principles sometimes (5.8), makes people know the confidence in their abilities fairly often (6.6), searches outside the organisation for innovations (7.0), appeals to others to share exciting future dream (8.0). This implies that management at the Hotel usually practices inspiring shared vision strategy by applying to others to share exciting future dream (8.0) and describing compelling image of the future (.7.7). 

[bookmark: _Toc42082890][bookmark: _Toc27308522]




Table 4. 3 Challenging the process

	S/N
	Statement
	Mean
	St. Deviation

	1
	Treats others with respect and dignity
	6.2500
	1.58114

	2
	Follows through on commitments and promises made
	4.3750
	1.50594

	3
	Makes sure people are creatively awarded
	4.1250
	1.88509

	4
	Consults when things do not go as expected
	5.3750
	2.19984

	5
	Shows others how to realise long-term interest
	7.3750
	1.92261

	6
	Supports decisions people make on their own
	7.7500
	1.90863


Source: Field data
[bookmark: _Toc27308587]
Table 4.3 shows mean scores on how management searches for opportunities, takes risks and experiments. Thus, management treats other with respect sometimes (6.2), follows through on commitments and promises made once in a while (4.3), makes sure people are creatively awarded once in a while (4.1), consults when things do not go as expected occasionally (5.3), shows others how to realise long-term interest fairly often (7.3), and supports decisions people make on their own usually (7.7). This implies that management at the Hotel practices the strategy of challenging the process usually by supporting decisions people make on their own (7.7) and showing others how to realise long –term interests (7.3). 
  


[bookmark: _Toc42082891] Table 4.4 Enabling others to act
	S/N
	Statement
	Mean
	St. Deviation

	1
	Clear about leadership philosophy
	2.3750
	1.84681

	2
	Publicly recognises people who are committed
	6.0000
	1.77281

	3
	Experiments and takes chances when failure is likely
	6.8750
	1.45774

	4
	Enthusiastic and positive about the future
	6.2500
	3.05894

	5
	Gives people freedom and choice to do their work
	4.7500
	2.43487

	6
	Makes certain that set goals are achievable
	7.0000
	1.41421


Source: Field data
[bookmark: _Toc42082892]Table 4.4 shows mean scores on how managers foster collaboration and strengthen others. The table shows managers were clear about leadership philosophy rarely (2.3), publicly recognizes people who are committed sometimes (6.0), experiments and takes chances when failure is likely fairly often (6.8), enthusiastic about the future sometimes (6.2), gives people freedom and choice to do their work once in occasionally (4.7), and makes certain that set goals are achievable fairly often (7.0). That means management fairly often practices the strategy of enabling others to act by making certain that set goals are achievable (7.0).  
[bookmark: _Toc42082893]




Table 4.5 Encouraging the heart
	S/N
	Statement
	Mean
	St. Deviation

	1
	Finds ways to celebrate accomplishments
	6.1250
	1.64208

	2
	Takes initiative to overcome obstacles
	8.3750
	1.59799

	3
	Speaks with conviction about work
	6.8750
	2.53194

	4
	Ensure that people grow in their job through new skills
	6.2500
	2.05287

	5
	Makes progress towards goals one step at a time
	6.0000
	2.87849

	6
	Appreciates members of the team
	4.5000
	1.41421


Source: Field data
[bookmark: _Toc42082894]Table 4.5 shows mean scores on how management appeals to the heart rather than the head only. Table therefore, demonstrates that management finds ways to celebrate accomplishments sometimes (6.1), takes initiative to overcome obstacles usually (8.3), speaks with conviction about work fairly often (6.8), ensure that people grow in their job through new skills sometimes (6.2), makes progress towards goals one step at a time sometimes (6.0), and appreciates members of the team occasionally (4.5). This means that management practices the strategy of encouraging the heart by taking initiative to overcome obstacles (8.3). 
[bookmark: _Toc42082895]4.2 Perception of the leadership strategies
To address the second objective of this study, which was about employees’ perception of the leadership strategies at the Hotel, the study used the Observer Assessment tool of the Leadership Practices Inventory (LPI) assessment.  The results were based on the perception of the 42 junior officers’ perceptions of how management employed the five exemplary leadership practices, which included (a) modelling the way, (b) inspiring a shared vision, (c) challenging the process, (d) enabling others to act, and (e) encouraging the heart. There practices were measured on an ordinal scale of 10 options: 1= Never, 2= Rarely, 3= Seldom, 4= Once in a while, 5= Occasionally, 6= Sometimes, 7= Fairly often, 8= Usually, 9= Very frequent, and 10= Almost always. Therefore, the details of the findings are presented in tables 4.6, 4.7, 4.8, 4.9 and 4.10, respectively. 
 4.6 Modelling the way
	S/N
	Statement
	Mean
	St. Deviation

	1
	Challenging opportunities
	6.0952
	2.20653

	2
	Talks about the future
	6.7143
	2.48199

	3
	Develops cooperative relationships
	4.6190
	2.54666

	4
	Sets personal example
	5.4286
	3.16338

	5
	Praises people for job well done
	6.9286
	2.82319

	6
	Challenges people to be innovative
	7.6190
	2.44902


Source: Field data
[bookmark: _Toc42082896]Table 4.6 presents mean score on how employees perceive how management motivate employees to do their work. The table shows that management embraces challenging opportunities sometimes (6.0), talks about the future of the organization fairly often (6.7), develops cooperative relationships occasionally (4.6), sets personal example occasionally (5.4), praises people for job well done fairly often (6.9), and usually challenges people to be innovative (7.6). The finding implies that management is perceived mainly to apply the strategy of modelling by challenging people to be innovating in their work.   

[bookmark: _Toc42082897]
4.7 Inspiring a Shared Vision

	S/N
	Statement
	Mean
	St. Deviation

	1
	Describes compelling image of future
	7.0476
	2.30537

	2
	Listens to diverse views
	5.8333
	2.89589

	3
	Makes sure people adhere to the principles
	5.9286
	2.07650

	4
	Makes people know their confidence in their abilities
	7.2143
	2.79839

	5
	Searches outside the organisation for innovations
	6.4048
	3.10829

	6
	Appeals to others to share exciting future dreams
	6.5238
	2.76068


Source: Field data
[bookmark: _Toc42082898]Table 4.7 shows mean scores on how employees perceive management inspired shared vision. Management fairly often describes compelling image of the future of the organization (7.0), listens to diverse views sometimes (5.8), makes people adhere to the principles sometimes (5.9), makes people know their confidence in their abilities fairly often (7.2), searches outside the organization for innovations sometimes (6.4), and appeals to others to share exciting future dreams sometimes (6.5).  This implies that management is perceived to be applying the strategy of inspiring vision by making people know their confidence in their abilities (7.2) and describing compelling image of the future.   
[bookmark: _Toc42082899]


4.8 Challenging the process

	S/N
	Statement
	Mean
	St. Deviation

	1
	Treats others with respect and dignity
	5.4762
	1.91576

	2
	Follows through on commitments and promises made
	4.8333
	2.25147

	3
	Makes sure people are creatively awarded
	4.1429
	2.05499

	4
	Consults when things do not go as expected
	4.9762
	1.65997

	5
	Shows others how to realise long-term interest
	5.5000
	2.38133

	6
	Supports decisions people make on their own
	6.0000
	2.63189


[bookmark: _Toc42082900]Source: Field data
Table 4.8 shows mean scores on how employees perceive how management challenges the process in the organization. The table shows that employees perceive management to treat others with respect and dignity occasionally (5.4), follows through on commitments and promises occasionally (4.8), makes sure people are creatively awarded once in a while (4.1), consults when things do not go as expected occasionally (4.9), shows others how to realize long-term interest sometimes (5.5), and supports decisions make on their own sometimes.   This implies that management is perceived to be practicing the strategy of changing the process by supporting decisions people make on their own (6.0).
[bookmark: _Toc42082901]


Table 4.9 Enabling others to act
	S/N
	Statement
	Mean
	St. Deviation

	1
	Clear about leadership philosophy
	3.7143
	2.53065

	2
	Publicly recognises people who are committed
	4.7619
	2.33541

	3
	Experiments and takes chances when failure is likely
	4.9762
	2.43439

	4
	Enthusiastic and positive about the future
	5.6429
	2.75700

	5
	Gives people freedom and choice to do their work
	6.0000
	2.63189

	6
	Makes certain that set goals are achievable
	5.5000
	2.38133


Source: Field data
[bookmark: _Toc42082902]Table 4.9 shows mean scores on how management enables other employees to act.  Management is clear about leadership philosophy once in a while (3.7), occasionally recognizes public, people who are committed (4.7), occasionally experiments and takes chances when failure is likely (4.9), enthusiastic and positive about the future sometimes (5.6), gives peoples freedom and choice to do their work sometimes (6.0), makes certain that set goals are achieved sometimes (5.5). This implies that management is perceived to practice the strategy of enabling others to act sometimes by giving people freedom and choice to do their work occasionally (6.0). 

[bookmark: _Toc42082903]

4.10 Table 4.5 Encouraging the heart
	S/N
	Statement
	Mean
	St. Deviation

	1
	Finds ways to celebrate accomplishments
	3.8333
	2.38815

	2
	Takes initiative to overcome obstacles
	4.0714
	1.96795

	3
	Speaks with conviction about work
	4.4286
	2.15432

	4
	Ensure that people grow in their job through new skills
	3.8095
	1.74241

	5
	Makes progress towards goals one step at a time
	3.8810
	1.76970

	6
	Appreciates members of the team
	3.6905
	2.46426


Source: Field data
[bookmark: _Toc42082904]Table 4.10 shows mean scores on how management applied the strategy of applying the strategy of encouraging the heart. The table shows that management finds ways to celebrate accomplishments once in a while (3.8), takes initiative to overcome obstacles once in a while (4.0), speaks with conviction about work once in a while (4.4), ensure that people grow in their job through new skills once in a while (3.8), makes progress towards goals one step at a time once in a while (3.8), and appreciates members of the team once in a while. This means that management is perceived to be applying the strategy of encouraging the heart by, once in a while, speaking with conviction about work (4.4). 
[bookmark: _Toc42082905]4.3 The Effect of Leadership Strategies and Employee Performance
[bookmark: _Toc42082906]To address the third objective of the study, which was aimed at establishing the effect of the leadership strategies on employee performance at the Hotel. Performance were analysed using five (5) performance metrics; namely, efficiency, commitment, creativity ownership and punctuality. Statements to measure the employee performance were measured on an ordinal scale of 5 options: 1= strongly agree, 2= agree, 3= neutral, disagree=4, and strongly disagree= 5. The data were analysed using linear regression, and the details of the findings are presented in tables 4.11, 4.12, and 4.13 respectively.
[bookmark: _Toc42082907]Table 4.11 Model Summary
	[bookmark: _Toc42082908]Model
	[bookmark: _Toc42082909]R
	[bookmark: _Toc42082910]R Square
	[bookmark: _Toc42082911]Adjusted R Square
	[bookmark: _Toc42082912]Std. Error of the Estimate

	[bookmark: _Toc42082913]1
	[bookmark: _Toc42082914].917a
	[bookmark: _Toc42082915].841
	[bookmark: _Toc42082916].801
	[bookmark: _Toc42082917]6.50677


[bookmark: _Toc42082918]a. Predictors: (Constant), enhance employee efficiency, enhance creativity, enhance punctuality, enhance employee commitment, and ownership.
Table 4.11 indicates that the R2 value of 0.841. This indicates that 84% of the variation in employee performance can be explained by the model containing leadership strategies.  This is quite high so predictions from the regression equation are fairly reliable.  It also means that 16% of the variation is still unexplained so adding other independent variables could improve the fit of the model. Therefore, the model summary table is satisfactory to proceed with the next step. 








4.12 ANOVA
	[bookmark: _Toc42082919]Model
	
	[bookmark: _Toc42082920]Sum of Squares
	[bookmark: _Toc42082921]Df
	[bookmark: _Toc42082922]Mean Square
	[bookmark: _Toc42082923]F
	[bookmark: _Toc42082924]Sig.

	[bookmark: _Toc42082925]1
	[bookmark: _Toc42082926]Regression
	[bookmark: _Toc42082927]8761.317
	[bookmark: _Toc42082928]10
	[bookmark: _Toc42082929]876.132
	[bookmark: _Toc42082930]20.694
	[bookmark: _Toc42082931].000b

	
	[bookmark: _Toc42082932]Residual
	[bookmark: _Toc42082933]1651.183
	[bookmark: _Toc42082934]39
	[bookmark: _Toc42082935]42.338
	
	

	
	[bookmark: _Toc42082936]Total
	[bookmark: _Toc42082937]10412.500
	[bookmark: _Toc42082938]49
	
	
	


 
[bookmark: _Toc42082939]Table 4.12 shows that the p-value at 95% confidence interval 5% level of the significance is .000. This p-value is less than 0.05. Therefore, the result is significant. As the results estimate that the p-value of the ANOVA table is below the tolerable significance level, there is a possibility of rejecting the null hypothesis.
4.13 Coefficient Table 


	
	
	Unstandardized Coefficients
	
	Standardized Coefficients
	
	

	[bookmark: _Toc42082940]Model
	
	B
	Std. Error
	Beta
	t
	Sig.

	[bookmark: _Toc42082941]1
	[bookmark: _Toc27308636][bookmark: _Toc42082942](Constant)
	[bookmark: _Toc27308637][bookmark: _Toc42082943]-19.152

	[bookmark: _Toc27308638][bookmark: _Toc42082944]16.251
	
	[bookmark: _Toc27308639][bookmark: _Toc42082945]-1.178
	[bookmark: _Toc42082946].242

	
	[bookmark: _Toc27308641][bookmark: _Toc42082947]Enhance employee efficiency
	[bookmark: _Toc27308642][bookmark: _Toc42082948].177
	[bookmark: _Toc42082949]1.910
	[bookmark: _Toc42082950].007
	[bookmark: _Toc42082951].093
	[bookmark: _Toc42082952].926

	
	[bookmark: _Toc42082953]Enhance creativity
	[bookmark: _Toc42082954]9.071
	[bookmark: _Toc42082955]4.147
	[bookmark: _Toc42082956].342
	[bookmark: _Toc42082957]2.187
	[bookmark: _Toc42082958].031

	
	[bookmark: _Toc42082959]punctuality  
	[bookmark: _Toc27308648][bookmark: _Toc42082960]19.545
	[bookmark: _Toc27308649][bookmark: _Toc42082961]2.161
	[bookmark: _Toc27308650][bookmark: _Toc42082962].769
	[bookmark: _Toc27308651][bookmark: _Toc42082963]9.044
	[bookmark: _Toc42082964].000

	
	[bookmark: _Toc42082965]Enhance commitment  
	[bookmark: _Toc42082966]-3.640
	[bookmark: _Toc42082967]3.860
	[bookmark: _Toc42082968]-.157
	[bookmark: _Toc42082969]-.943
	[bookmark: _Toc42082970].348

	
	[bookmark: _Toc42082971]Enhance ownership
	[bookmark: _Toc42082972]-.777
	[bookmark: _Toc42082973]2.078
	[bookmark: _Toc42082974]-.029
	[bookmark: _Toc42082975]-.374
	[bookmark: _Toc42082976].709


[bookmark: _Toc42082977]a. Dependent Variable: Leadership strategies

[bookmark: _Toc42082978][bookmark: _Toc27308626][bookmark: _Toc27308672]Table 4.13 shows the coefficients of mean groupings at 95% confidence Level. The results show that apart from enhancing punctuality among employees (p-value= 0.00), leadership strategies at the Hotel did not affect employee performance; they did not help to enhance employee efficiency (P. value =0.926), enhance creativity (P. value = 0.31), enhance commitment (value= 0.348), enhance employee ownership of the organization (p. value =0.709) among employees because the p. value is not significant. 

[bookmark: _Toc42082979][bookmark: _Toc27308673]4.4 Chapter Summary
[bookmark: _Toc42082980]This chapter has presented the findings of the study. The study looked at the leadership strategies practiced at the Hotel from two different perspectives: the employee perspective and the management perspective.  The management perspective was used to address the objective on the leadership strategies used at Hotel while employee perspective was used to address objective number two on the perceptions of the leadership strategies at the Hotel. Besides, the chapter has presented the findings on the effect of the leadership strategies and employee performance at the Hotel. The results have shown that the relationship between the leadership strategies is not significant. The next chapter, therefore, will discuss the findings of this study as background to the conclusions of the study that will be presented in the last chapter of the study.







[bookmark: _Toc42082981]Chapter Five
[bookmark: _Toc42082982]Discussion and interpretation of the findings

[bookmark: _Toc42082983][bookmark: _Toc27308674]5.0 Overview
[bookmark: _Toc42082984]This chapter focuses on the findings of the study. This chapter is the foundational chapter to the concluding chapter, which will be presented in chapter 6 of this study.  The chapter explores the relevance, significance and meanings of the findings related to the leadership strategies and how they affect employee performance. Particularly, it demonstrates how the findings answer the research questions and test the hypotheses. The arguments presented lays foundations of the conclusions for the study. Reliability as a concept to measure the quality of this research in relation to the questions was established at 0.70. This is an acceptable internal consistency.
Therefore, this chapter summarizes and discusses the findings on the leadership strategies employed at the Avani Hotel, employee perceptions of the leadership strategies ta the Hotel and how they affect employee performance.

[bookmark: _Toc42082985]5.1 Leadership Strategies  
[bookmark: _Toc42082986]The first objective of the study was to establish the leadership strategies that are being employed at the Avani Hotel. Data were collected using the self Leadership Practices Inventory (LPI-self). The data study revealed that management at the Hotel usually applies modelling. This implies that management usually practices modelling by setting personal example.  These results were anticipated as they were based on self-report of the managers; thus, it was expected that they would be biased in terms of speaking about themselves and their ways of leadership. However, they could lead by example so that employees can quickly learn want they want because they are driven by competition and profit making practice. Therefore, Kouzes and Posner (2007) contend that it seems easy to set the right example for employees and be a source of inspiration for them, but actually putting it into practice successfully can take a lifetime because it requires trust, gaining respect and motivating and managing employees to get good results. Leading by example is one way managers use to inspire results. When employees see and understand that their leaders can do more than giving instruction, they build trust; by setting the example for others to follow, leaders solidify their role as someone employees can look up to (Malik, 2013).  

The analysis also revealed that management usually inspires a shared vision by applying to others to share exciting future dream (8.0) and describing compelling image of the future (7.7). These results were unanticipated because it is unlikely that managers in a private sector would share their exciting future dreams with the employees for fear of having their dreams vision stolen. Thus, they would rather have employees receive instructions on what is to be done at work. However, sharing exciting future dreams is important as contributes to team-building. Being forward looking and seeing where the company is headed is very important for a leader as it helps to avert catastrophe before it happens, or to plan for the future (Jones, 2013). Leaders who inspire the shared vision are mission driven and a have a goal that is much larger than simply building a new product of company (Somech, 2013). Shared inspired vision is a characteristic of transformational leadership. Understandably, running a business entity such as a hotel requires a team with a health working culture in place. Therefore, the results tend to suggest that management is trying to make sure that are leader’s ideas and vision and investment are shared across the team that will sustain the vision beyond the leaders. 
Besides, the findings showed that management at the Hotel usually challenges the process or status quo usually by supporting decisions people make on their own (7.7). It is improbable whether management at the Hotel would practice this strategy regularly as they are likely to fear to lose control of managing the organisation.  Leaders should never should never take employees for granted that they cannot make decisions. Every person has a right to make their own decisions if they have the capacity to do so; managers therefore, must assume that employees have capacity to make a particular decision at a point in time unless it can be established that they do not (Luthan, 2011). Perchance, management challenges the study quo because they are in completion with the other providers; thus, they are in constant search of new avenues to make their business more competitive and attractive to clients and supporting employees’ own decisions, especially in being innovative is critical.  
In addition, the analysis showed that management enables others to act fairly often by making it certain that set goals are achievable (7.0). This result was predictable because of the competitive nature of the Hotel Industry where leaders are supposed to be shrewd in terms of making sure that the goals and objectives are achieved. However, the results suggest that management sets goals so that they are able to know whether a team is making progress toward successful completion of goals or not (Rodriguez & Rodriguez, 2015).  
Finally, the data indicates that management encourages the heart rather than the head by by taking initiative to overcome obstacles (8.3). This outcome was expected as leading people is certainly not without its challenges and requires vast amounts of determination, patience and effort (Rost, 2013).  The impact of encouraging the heart on the team is enormous. For example, results include increased productivity, decreased absenteeism, greater initiative, increased cooperation, stronger bonds among co-workers, better communication among team members, fewer conflicts in the work environment, and even reduced job complications (Parsons, & Broadbridge, 2011).
[bookmark: _Toc42082987] 
5.2 Perception of the Leadership Strategies 
This section presents discussion of the findings on the second objective which relates to the perception of the leadership strategies employed at the Hotel by the junior staff.  To collect data on the perceptions of the leadership strategies at the Hotel, the study used the Observer Assessment tool of the Leadership Practices Inventory (LPI-observer) assessment. This objective was choosing deliberately because perception plays a very important role in shaping the way people define and do things within the social life, personal life and, undoubtedly, business life (Nguyen and Nguyen, 2014).  In this study, understanding employee perception is extremely important aspect as it was considered a background to the study of employee performance at the Hotel.
The analysis showed that management at the Hotel usually models the way for the employees by challenging people to be innovative. This perception was unexpected from the observer’s perspective because some employees are likely to perceive a leader challenging them to be innovative to be a tough leader.  In many organizations, innovation is the responsibility of solely one functional group or management. This myth that one functional group is more suited to innovate than others is a severe hindrance to the pace of innovation (Paracha et al., 2012). Most of the times, managers fear that innovation will distract employees from their day-to-day roles. As a result, employees do not feel empowered to take risks or try new ideas (Choudhary et al., 2013). Therefore, challenging employees to be innovative, management considers collaboration to be important for the success of the organisation. However, the kind of innovation and the environment for innovation is critical.  It is possible for management to simply challenge employees to be innovative without necessarily providing a conducive environment or being supportive to innovations coming from the junior staff, thereby rendering them inutile.
The data also showed that management inspires a shared vision by making people know management is confident in their abilities. The finding confirms those of the Self-LFPI. At work place, appreciation is one of the primary motivators for any employee; it drives employees to work sincerely and to be more dedicated to their employers. Psychogios and Garev (2012) indicated the relationship between employees and leaders positively affects work outcomes, employee attitudes, and behaviors when recognition exists.  Research has shown that words of appreciation at workplace is directly connected to job satisfaction and happiness at workplace. Studies show that more than 70% of workers admit that they get motivated to work with sincerity when their higher authorities express appreciation for the efforts they put in (Malik, 2013). Therefore, the finding shows that management at the Hotel inspire shared vision by appreciating employee’s abilities. Nevertheless, management could have such leadership practices in place, but fail to motivate employee performance and productivity.  For the leadership practice to be effective in an organisation, it has to impact the followers. 
[bookmark: _Toc42082988]Further, data revealed that management is perceived to be challenges the process by occasionally supporting decisions people make on their own. The result is predictable as it is unlikely that management in the private organization would be ready to support decisions people make on their own; no wonder they did it occasionally so that their leadership is not threatened. By prioritizing the value of challenging the way things have traditionally been done through the introduction of new ideas and the creation of new methods of doing things, leaders encourage employees to stretch their talents further. Besides, supporting decision-making capacity of employees enables them to become even more creative. This confirms the claims by Nguyen and Nguyen (2014) who suggested that leaders need to stimulate the employees‟ efforts to be more frequently innovative and creative by supporting their decisions. However, this requires a collaborative and trusting relationship between the manager and the employee. 
On enabling others to act, the data showed that management, sometimes, gives people freedom and choice to do their work (6.0). This means that management at the Hotel allows employees some freedom and responsibility to take actions that they decide are best for their company’s vision. These results were unexpected for an organisation which is a private entity; as such, it is unlikely that they would give employees freedom to and choice to do their work. However, it is understandable as it only happened sometimes. Malik (2013) explains that hhuman beings have certain universal psychological needs: The need to be treated as intrinsically equal, the need for personal growth, and to exercise self-direction. Each of these needs is frequently and systematically denied by traditional command-and-control managerial hierarchies.  A recent study has shown that companies where employees are given freedom and choice to do their work have extremely high level of engagement and intrinsic motivation among employees (Gallup, 2017). This demonstrates that feeding psychological needs lead to higher engagement and, as a consequence, to higher team productivity and initiative and increased corporate performance (Garg & Ramjee, 2013). However, the fact that employees are only accorded this freedom to act sometimes, means that most of the times they are directed by top management to do their work.
[bookmark: _Toc42082989]Finally, leadership is perceived to be encouraging the heart by, once in a while, speaking with conviction about work.  Management at the Hotel are likely to speak with conviction about work because they want thinks to move and remain competitive on the market.  The practice of encouraging the heart challenges leaders to pay attention, personalize recognition, relate stories about success and values, celebrate together, and be an example for others to follow (Malik, 2013). 
[bookmark: _Toc42082990] 5.3 The Effect of Leadership Strategies on Employee Performance
[bookmark: _Toc42082991]This section focusses on establishing the relationship between the leadership strategies and employee performance at the Avani Hotel.  Having identified the different strategies that are used at Avani Hotel and how they are perceived by employees in the preceding sections of this chapter, this section goes further to discuss the relationship between these leadership strategies and employee performance. 
[bookmark: _Toc42082992]The results of the regression analysis revealed that the relationship between the leadership strategies and punctuality among employees was significant (p-value= 0.00).  This result was expected. The organisation does not provide accommodation for employees on site. All employees come from areas around. Thus, there is a company bus that goes round picking up employees according to their work shifts. Therefore, it is unlikely that employees report late for work unless they miss the bus.  
[bookmark: _Toc42082993]However, data revealed that there was no relationship between the leadership strategies at the Hotel and employee efficiency (P. value =0.926). This lack of relationship does not imply that the leadership strategies are not effect. Possibly, they are effect in other areas but they do not have a bearing on employee performance. Therefore, if management has address the issue of employee turnover, they have to devise other means to achieve it.
[bookmark: _Toc42082994]In addition, data revealed that there was no relationship between the leadership strategies and employee innovation or creativity (p. value = 0.31). Understandably, the employee innovation or creativity is complex and could be a result of different factors that cannot be addressed by the leadership strategies alone. Therefore, the employee innovation cannot only be promoted solely through leadership strategies. 
[bookmark: _Toc42082995] Furthermore, the data revealed that there was no relationship between the leadership strategies and employee commitment (p value= 0.348).  Justifiably, it is not automatic that the employees would be influenced to be committed by the leadership strategies because there might be other factors related, such as the overall work environment. 
[bookmark: _Toc42082996]Besides, the analysis showed that there was no relationship between the leadership strategies and employee motivation at the Hotel. This means that the leadership strategies were not adequate to motivate employees; others factors could be related such as salaries, work environment and other factors.
[bookmark: _Toc42082997]The implications of the findings are that the relationship between the leadership strategies and employee performance at the hotel is not coordinated. Therefore, management needs to put in place other strategies in order to motivate employees.  In other words, in the context of Avani Hotel, leadership strategies alone are not enough to motivate employees.  
[bookmark: _Toc42082998]5.4 Chapter Summary
[bookmark: _Toc42082999]The discussion chapter has discussed the findings of the study. It has laid the foundation of the conclusions which are presented in the next chapter. In particular, it has presented the findings on the leadership strategies that   are applied at the Avani Hotel and how they are perceived by employees of the Hotel. In addition, the chapter has discussed the findings on the relationship between the leadership strategies and employee performance. The data has shown that though leadership strategies are effective in building teams, there do not have significant relationship with the employee performance.






[bookmark: _Toc42083000]







Chapter Six
[bookmark: _Toc42083001]Conclusions and Recommendations
[bookmark: _Toc42083002]6.0 Overview
[bookmark: _Toc42083003]This is the concluding chapter on the leadership strategies practiced at the Avani Hotel and how they affect employee performance. This chapter is the culmination of the study as it summarises the findings and presents their implications and recommendations of the study. The chapter also identifies the limitations and presents suggestions for future work.  
[bookmark: _Toc42083004]6.1 Summary of the findings
[bookmark: _Toc42083005]The first objective of the study was to establish the leadership strategies that were being employed at the Avani Hotel. The data study revealed that management at the Hotel usually led by example, sharing exciting future dreams, supporting decisions people make on their own, making certain that the goals are achievable, and taking initiative to overcome obstacles.  This implies that leaders at the Avani hotel apply the strategy of coaching. Leaders and researchers have identified coaching as a critical leadership and management competency because it improves employee and organizational resiliency and effectiveness in change. Coaching also promotes creativity, breakthrough performance and resilience, giving organizations a competitive edge and an effective way to flow and operate within an environment of continuous change (Parsons, & Broadbridge, 2011).
The second objective focused on the perceptions of the leadership strategies employed at the Hotel. The analysis showed that management at the Hotel is usually perceived to be challenging people to be innovative, making people know management is confident in their abilities, supporting decisions people make on their own, giving people freedom and choice to do their work, and speak with conviction about work. This implies that management at the Hotel is perceived to be liberating the company. Liberating the company liberates intelligence, creativity, and the capacity for initiative among employees (Paracha et al., 2012). That is, liberating the company promotes leadership, liberates employees from constraints that hinder their capacity to best perform their roles in service of the vision or the purpose of the organization. The leadership at the Hotel is far contemporary rather than traditional. 
[bookmark: _Toc42083006] The third objective was to establish the relationship between the leadership strategies and employee performance at the Hotel. The analysis showed that apart from punctuality among employees, the leadership strategies did not affect employee efficiency, employee creativity, employee commitment and employee ownership of work at the Hotel. This implies that there is no coordination between the leadership strategies and employee performance at the Hotel. That means that the leadership strategies could be effective in other areas but they have little influence on employee performance. On the other hand, the results suggest that employee performance at the Hotel could be accounted for by other factors rather than the leadership strategies of their managers.
[bookmark: _Toc42083007]6.2 Conclusion 
The study has established that there is no coordination between the leadership strategies and employee performance at the Avani Hotel. These findings imply that employees’ performance at the Hotel could be attributed to other factors, which are worthy discovering for the sake of sustainability. Therefore, management needs to revisit the strategies in order to enhance employee performance. The human potential at the company needs to be fully utilised for production. The management must therefore be aware not only organization but also employees and their needs. The human resource is critical and difficult to manage because human behaviour is highly unpredictable. Ignoring this reality can prove to be disastrous for the company.  
[bookmark: _Toc42083008]6.3 Limitations
[bookmark: _Toc42083009]This study contains a number of limitations. Selection of the sample size constituted the major limitation of the study. Purposive sampling technique, a non-probability sampling was used to select that sample size. However, the representative nature of the sample may be challenging to defend. However, the generalisation of the findings of the study will be done with the caution that it deserves.  Thus, the results of this study are specific to Avani Hotel.
[bookmark: _Toc42083010]The other limitation of the study consisted of prior research studies on the leadership strategies. However, the study relied on the studies on the leadership styles and approaches as they involved strategies in their leadership practices. 
[bookmark: _Toc42083011]The study was also limited by the tool which was used to collect data.  The Lleadership Practices Inventory (LPI) questionnaire, which was used to collect data did not directly measure the leadership strategies but practices.  It was used on the basis that leadership strategies are expressed through practices. However, it is possible that not all practices could be related to strategies. Therefore, similar future studies should adopt tools that directly measure specific leadership strategies.
[bookmark: _Toc42083012]6.4 Recommendations
[bookmark: _Toc27308701][bookmark: _Toc42083013]Based on the outcome of the study, the following are the recommendations:

[bookmark: _Toc27308702][bookmark: _Toc42083014]6.4.1 	Management needs to conduct regular appraisals with the employees to assess the effectiveness of their leadership strategies.

[bookmark: _Toc27308703][bookmark: _Toc42083015]6.4.2 	Management should communicate the goals and vision of the company and the leadership strategies in place to the junior officers.

[bookmark: _Toc42083016]6.5 Future Work
[bookmark: _Toc42083017]Based on the limitations of this study, we recommend the following for the future studies:
[bookmark: _Toc42083018]6.5.1 extend the scope of the study to the entire district rather than focusing on one organisation.
[bookmark: _Toc42083019][bookmark: _Toc27308704][bookmark: _Toc42083020]6.5. 2 qualitative methods for detailed explanations of the leadership strategies.
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		APPENDIX A
INVITATION TO TAKE PART
A study is being conducted to examine perceived leadership strategies of management at in the hospitality industry in Livingstone district and to the effect on employee performance.
You are being asked to complete the Leadership Practices Inventory (LPI-self) and demographic information as well. The LPI-self survey consists of 30 questions and should only take 10-15 minutes to complete. 
This study has been reviewed and approved by the Ethics committee of the University of Zambia. You have a right to full and complete information regarding this project. Your participation in this study is voluntary. 
All procedures and results will be conducted in a confidential fashion for all participants, both on the personal and organizational levels. Results of the study will not refer to individuals or specific institutions. 
Please complete the survey prior to Friday, July 20, 2019. 
 Thank you greatly for your assistance! 
 Sincerely, 
 Linda Mwelwa (Master’s Candidate – University of Zambia) 
 







APPENDIX B
LPI-SELF FORM FOR MANAGERS

A. DEMOGRAPHIC CHARACTERISTICS 
Please select the demographic information that best describes you from the choices provided for each characteristic. 
 1. POSITION TITLE: Please choose the position title that best describes your position within your organization. 
· Hotel general Manager
· Restaurant manager
· Kitchen manager
· Sales manager
· Guest Relations manager
· Other (please specify) 
 
2. NUMBER OF YEARS IN YOUR PRESENT POSITION
 □ 0-5 □ 6-10 □ 11-15 □ 16-20 □ 21-25 □ 26+ 
 3. Gender □ Female □ Male  
 4. Race/Ethnicity □ Caucasian □ African American □ Hispanic/Latino □ Native American □    Asian/Pacific Islander □ Multicultural □ Other (please specify) 
 5. Educational Background □ Masters □ Doctorate □ Other (please specify) 
 




B. LEADERSHIP PRACTICES INVENTORY [LPI] SELF 
 INSTRUCTIONS: On the next few pages are thirty statements describing various leadership behaviours.  Please read each statement carefully. Then look at the rating scale and decide how frequently you engage in the behaviour described.   Here is the rating scale that you will be using: 
 1 = Almost Never 6 = Sometimes   2 = Rarely   7 = Fairly Often   3 = Seldom   8 = Usually   4 = Once in a While 9 = Very Frequently   5 = Occasionally     10 = Almost Always 
In selecting each response, please be realistic about the extent to which you actually engage in the behaviour. Do not answer in terms of how you would like to see yourself behave. Answer in terms of how you typically behave—on most days, on most projects, and with most people. 
 
To what extent do you typically engage in the following behaviours? Choose the number that best applies to each statement and record it in the blank to the left of the statement. 
	s/n
	Behaviour
	Responses


	
	
	1
	2
	3
	4
	5
	6
	7
	8
	9
	10

	1
	I seek out challenging opportunities that test my own skills and abilities. 
	
	
	
	
	
	
	
	
	
	

	2
	I talk about future trends that will influence how our work gets done. 
	
	
	
	
	
	
	
	
	
	

	3
	I develop cooperative relationships among the people I work with. 
	
	
	
	
	
	
	
	
	
	

	4
	I set a personal example of what I expect from others. 
	
	
	
	
	
	
	
	
	
	

	5
	I praise people for a job well done. 
	
	
	
	
	
	
	
	
	
	

	6
	I challenge people to try out new and innovative approaches to their work. 
	
	
	
	
	
	
	
	
	
	

	7
	I describe a compelling image of what our future could be like. 
	
	
	
	
	
	
	
	
	
	

	8
	I actively listen to diverse points of view. 
	
	
	
	
	
	
	
	
	
	

	9
	I spend time and energy on making certain that the people I work with adhere to the                     principles and standards that have been agreed on.
	
	
	
	
	
	
	
	
	
	

	10
	I make it a point to let people know about my confidence in their abilities. 
	
	
	
	
	
	
	
	
	
	

	11
	I search outside the formal boundaries of my organization for innovative ways to improve                   what we do. 
	
	
	
	
	
	
	
	
	
	

	12
	I appeal to others to share an exciting dream of the future. 
	
	
	
	
	
	
	
	
	
	

	13
	I treat others with dignity and respect.
	
	
	
	
	
	
	
	
	
	

	14
	I follow through on the promises and commitments that I make.
	
	
	
	
	
	
	
	
	
	

	15
	I make sure that people are creatively rewarded for their contributions to the success of our     projects. 
	
	
	
	
	
	
	
	
	
	

	16
	I ask ―What can we learn? ‖ when things do not go as expected. 
	
	
	
	
	
	
	
	
	
	

	17
	I show others how their long-term interests can be realized by enlisting in a common vision.
	
	
	
	
	
	
	
	
	
	

	18
	I support the decisions that people make on their own.
	
	
	
	
	
	
	
	
	
	

	19
	I am clear about my philosophy of leadership.
	
	
	
	
	
	
	
	
	
	

	20
	I publicly recognize people who exemplify commitment to shared values.
	
	
	
	
	
	
	
	
	
	

	21
	I experiment and take risks even when there is a chance of failure. 
	
	
	
	
	
	
	
	
	
	

	22
	I am contagiously enthusiastic and positive about future possibilities.
	
	
	
	
	
	
	
	
	
	

	23
	I give people a great deal of freedom and choice in deciding how to do their work.
	
	
	
	
	
	
	
	
	
	

	24
	I make certain that we set achievable goals, make concrete plans, and establish measurable                   milestones for the projects and programs that we work on.
	
	
	
	
	
	
	
	
	
	

	25
	I find ways to celebrate accomplishments.
	
	
	
	
	
	
	
	
	
	

	26
	I take the initiative to overcome obstacles even when outcomes are uncertain.
	
	
	
	
	
	
	
	
	
	

	27
	I speak with genuine conviction about the higher meaning and purpose of our work. 
	
	
	
	
	
	
	
	
	
	

	28
	I ensure that people grow in their jobs by learning new skills and developing themselves.
	
	
	
	
	
	
	
	
	
	

	29
	I make progress toward goals one step at a time. 
	
	
	
	
	
	
	
	
	
	

	30
	I give the members of the team lots of appreciation and support for their contributions. 
	
	
	
	
	
	
	
	
	
	



  Thank you for your time to fill out the survey!!
 

 
 
 
 




APPENDIX C
LPI-OBSERVER INVITATION
A study is being conducted to examine perceived leadership strategies of management at in the hospitality industry in Livingstone district and to the effect on employee performance.
You are being asked to complete the Leadership Practices Inventory (LPI-self) and demographic information as well. The LPI-self survey consists of 30 questions and should only take 10-15 minutes to complete. 
This study has been reviewed and approved by the Ethics committee of the University of Zambia. You have a right to full and complete information regarding this project. Your participation in this study is voluntary. 
All procedures and results will be conducted in a confidential fashion for all participants, both on the personal and organizational levels. Results of the study will not refer to individuals or specific institutions. 

Please complete the survey prior to Friday, July 20, 2019. 
Thank you greatly for your assistance! 
 Sincerely, 
 Linda Mwelwa (Master’s Candidate – University of Zambia) 







APPENDIX D
LPI-OBSERVER FORM

DEMOGRAPHIC CHARACTERISTICS 
 Please select the demographic information that best describes you from the choices provided for each characteristic. 
 1. Position Title: Please choose the position title that best describes your position within your organization. 
□ Receptionist
□ House keeper
□ Waiter
□ Driver
Other (please specify) 
2. Number of Years in Your Present Position
 □ 0-5 
□ 6-10 
□ 11-15
 □ 16-20
 □ 21-25
 □ 26+ 
 3.Gender 
□ Female
 □ Male  
4. Race/Ethnicity 
□ Zambian 
□ African  
□ Native Zambia
□ Other (please specify) 
 5. Educational Background □ Masters □ Doctorate □ Other (please specify) 

INSTRUCTIONS 
On the next few pages are thirty statements describing various leadership behaviours.  Please read each statement carefully. Then look at the rating scale and decide how frequently how management at your institution engages in the behaviour described. Following is the rating scale that you will be using: 
 1 = Almost Never 6 = Sometimes   2 = Rarely   7 = Fairly Often   3 = Seldom   8 = Usually   4 = Once in a While 9 = Very Frequently   5 = Occasionally           10 = Almost Always 
 In selecting each response, please be realistic about the extent to which the leaders actually engage in the behaviour. Do not answer in terms of how you would like to see them behave or in terms of how you think they would behave. Answer in terms of how the leaders typically behave—on most days, on most projects, and with most people. 





 
	s/n
	Behaviour
	Responses


	
	
	1
	2
	3
	4
	5
	6
	7
	8
	9
	10

	1
	Seeks out challenging opportunities that test his or her own skills and abilities. 
	
	
	
	
	
	
	
	
	
	

	2
	Talks about future trends that will influence how our work gets done. 
	
	
	
	
	
	
	
	
	
	

	3
	Develops cooperative relationships among the people he or she works with.  
	
	
	
	
	
	
	
	
	
	

	4
	Sets a personal example of what he or she expects from others. 
	
	
	
	
	
	
	
	
	
	

	5
	Praises people for a job well done. 
	
	
	
	
	
	
	
	
	
	

	6
	Challenges people to try out new and innovative approaches to their work.  
	
	
	
	
	
	
	
	
	
	

	7
	Describes a compelling image of what our future could be like. 
	
	
	
	
	
	
	
	
	
	

	8
	Actively listens to diverse points of view. 
	
	
	
	
	
	
	
	
	
	

	9
	Spends time and energy on making certain that the people he or she works with adhere to the                     principles and standards that have been agreed on. 
	
	
	
	
	
	
	
	
	
	

	10
	Makes it a point to let people know about his or her confidence in their abilities.
	
	
	
	
	
	
	
	
	
	

	11
	Searches outside the formal boundaries of the organization for innovative ways to                        improve what we do.
	
	
	
	
	
	
	
	
	
	

	12
	Appeals to others to share an exciting dream of the future. 
	
	
	
	
	
	
	
	
	
	

	13
	Treats others with dignity and respect. 
	
	
	
	
	
	
	
	
	
	

	14
	Follows through on the promises and commitments that he or she makes.
	
	
	
	
	
	
	
	
	
	

	15
	Makes sure that people are creatively rewarded for their contributions to the success of projects.
	
	
	
	
	
	
	
	
	
	

	16
	Asks what can we learn? ‖ when things do not go as expected.
	
	
	
	
	
	
	
	
	
	

	17
	Shows others how their long-term interests can be realized by enlisting in a common vision.
	
	
	
	
	
	
	
	
	
	

	18
	Supports the decisions that people make on their own. 
	
	
	
	
	
	
	
	
	
	

	19
	Are clear about their philosophy of leadership.
	
	
	
	
	
	
	
	
	
	

	20
	Publicly recognizes people who exemplify commitment to shared values.
	
	
	
	
	
	
	
	
	
	

	21
	Experiments and takes risks even when there is a chance of failure. 
	
	
	
	
	
	
	
	
	
	

	22
	Is contagiously enthusiastic and positive about future possibilities. 
	
	
	
	
	
	
	
	
	
	

	23
	Gives people a great deal of freedom and choice in deciding how to do their work. 
	
	
	
	
	
	
	
	
	
	

	24
	Makes certain that we set achievable goals, make concrete plans, and establish measurable                   milestones for the projects and programs that we work on. 
	
	
	
	
	
	
	
	
	
	

	25
	Finds ways to celebrate accomplishments. 
	
	
	
	
	
	
	
	
	
	

	26
	Takes the initiative to overcome obstacles even when outcomes are uncertain. 
	
	
	
	
	
	
	
	
	
	

	27
	Speaks with genuine conviction about the higher meaning and purpose of our work. 
	
	
	
	
	
	
	
	
	
	

	28
	Ensures that people grow in their jobs by learning new skills and developing themselves. 
	
	
	
	
	
	
	
	
	
	

	29
	Makes progress toward goals one step at a time. 
	
	
	
	
	
	
	
	
	
	

	30
	Gives the members of the team lots of appreciation and support for their contributions. 
	
	
	
	
	
	
	
	
	
	



Thank you for your time to fill out the questionnaire!! 
