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Abstract

This study examines the influence of leadership style on employee motivation and performance in
Nepalese commercial banks. Employee motivation and employee performance are the dependent variables. The
selected independent variables are transformational leadership style, transactional leadership style, laissez faire
leadership style, autocratic leadership style, and democratic leadership style. The primary source of data is used to
assess the opinions of respondents regarding transformational leadership style, transactional leadership style, laissez
faire leadership style, autocratic leadership style, democratic leadership style, employee motivation, and employee
performance. The study is based on primary data of 109 respondents. To achieve the purpose of the study, structured
questionnaire is prepared. The correlation and multiple regression models are estimated to test the significance and
importance of the influence of leadership style on employee motivation and employee performance.

The study showed a positive impact of transformational leadership style on employee motivation and
employee performance. It indicates that transactional leadership focuses more on extrinsic motivation that leads
to increase in employee motivation and employee performance. Similarly, the study showed a positive impact of
transactional leadership style on employee motivation and employee performance. It indicates that transactional
leadership utilizes rewards and punishments to motivate the employees that leads to increase in employee motivation
and employee performance. Likewise, the study also revealed a positive impact of laissez-faire leadership style
on employee motivation and employee performance. It indicates that letting employees do as they choose leads
to increase in employee motivation and employee performance. Further, the study observed a negative impact of
autocratic leadership style on employee motivation and employee performance. It indicates that individual control
over all decisions and little input from group members lead to decrease on employee motivation and employee
performance. In addition, the study showed a positive impact of democratic leadership style on employee motivation
and employee performance. It indicates that letting multiple employees participate in the decision-making process
leads to increase in employee motivation and employee performance.

Keywords: transformational leadership style, transactional leadership style, laissez faire leadership style, autocratic
leadership style, democratic leadership style, employee motivation, employee performance

1. Introduction

Leadership style in a commercial bank is crucial for fostering a productive and
motivated workforce, directly influencing the bank’s operational efficiency and customer
satisfaction. Effective leaders cultivate a positive organizational culture, drive strategic
initiatives, and manage risks adeptly. Effective leaders inspire employee engagement and
innovation, which are vital in a highly competitive and regulated financial environment.
Moreover, adaptable leadership can navigate the bank through economic fluctuations and
regulatory changes, ensuring sustained growth and stability. Leadership is an important
element of the directing function of management. Whenever there is an organized group of
people working towards a common goal, some type of leadership becomes essential. The
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power of leadership is the power of integrating. The leader stimulates what is best in us, he
unites and concentrates what we feel only gropingly and shatteringly. Leadership Style can
be defined as the pattern of behavior that a leader applies to get the work done through his/
her followers or it can be said that a leadership style is a method through which a leader
puts his/her leadership practices in place to interact with his/her subordinates. Motivation
refers to the internal and external factors that stimulate individuals to take actions that lead
to achieving a goal. It encompasses the desires, needs, and drives that propel someone to
engage behaviors. Motivation can be intrinsic, driven by personal satisfaction and interest,
or extrinsic, influenced by external rewards and recognition. It plays a crucial role in
determining the direction, intensity, and persistence of an individual’s efforts in various
activities. Performance is the execution of tasks or activities and the quality and effectiveness
with which they are carried out. It measures how well an individual, team, or organization
accomplishes its goals and objectives. Performance can be assessed through various metrics
such as efficiency, productivity, accuracy, and outcomes. High performance often results
from a combination of skills, effort, and the appropriate application of resources. Leadership
is a process by which a person can become a leader through continuous activities to influence
followers to achieve the organizations or company’s goals. In the turn, Leaders have unique
characteristics, methods, and leadership styles, reflecting characteristics that differentiate
them from others (Rahman and Esterina, 2018). Leadership is a process by which an
individual motivates or influence others to achieve organization goals (Kesting ef al., 2016).

Razak et al (2018) examined the effect of leadership style, motivation and work
discipline on employee performance in PT. ABC Makassar. The study found that the leadership
style, motivation, work discipline and employee performance of PT. ABC Makassar is in a
pretty good category, so it still needs attention, improvement and improvement. Similarly,
Asrar-ul-Haq et al. (2016) investigated the impact of leadership styles on employees’ attitude
towards their leader and performance: Empirical evidence from Pakistani banks. Findings
of this study reveal that there exists a significant relationship between transformational
leadership and employee performance outcomes. Likewise, Pawirosumarto et al. (2017)
analyzed the actors affecting employee performance of PT. Kiyokuni Indonesia. The results
also showed that there is a positive and significant influence partially between leadership
style, employee motivation and discipline on employee performance. Further, Babalola
(2016) examined the effect of leadership style, job satisfaction and employee-supervisor
relationship on job performance and organizational commitment. The study found that the
implications for employee retention, performance management and incentive strategy.

Atmojo (2015) the influence of transformational leadership on job satisfaction,
organizational commitment, and employee performance. The study found that the positive
transformational leadership significantly influences job satisfaction, transformational
leadership significantly influences the organization commitment. Similarly, Pawirosumarto
et al. (2017) examined the effect of work environment, leadership style. The results show that
work environment, leadership style and organizational culture have a positive and significant
impact on employee motivation. Likewise, Ibrahim and Daniel (2019) investigate the impact
of leadership on organizational performance. The study concluded that achievement of
organizational goal and objective depends solely on the leadership style an organization
adopted. Further, Sofi and Devanadhen (2015). Examined the impact of Leadership Styles
on Organizational Performance. The study found that the reveal has only transformational
leadership style has a significant direct impact on organizational performance while other
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leadership styles showed insignificant impact.

Kuswati (2020) analyzed the effect of motivation on employee performance. The
study found that the effect of motivation on employee performance is quite good. Similarly,
Eliyana and Ma’arif (2019) examined the job satisfaction and organizational commitment
effect in the transformational leadership towards employee performance. The study found that
transformational leadership has direct significant effect on job satisfaction and organizational
commitment. Likewise, Arifuddin et al. (2023) investigated the influence of leadership style
and work motivation on employee performance. The results of hypothesis testing have proven
that there is an influence between leadership style and employee performance. Further, Putri
and Hartono (2023) found that the leadership style training and the work environment have
a positive effect on work motivation. Baig et al. (2021) analyzed the impact of leadership
styles on employees’ performance with moderating role of positive psychological capital.
The study found that there is a positive relationship between leadership style and employees’
performance. Similarly, Iriani et al. (2023) analyzed the leadership style, compensation and
competence influence on employee performance through job satisfaction. The study found
that leadership style, compensation and competence have no effect on employee performance
through job satisfaction. Further, Hidayat er al. (2023) investigated the Influence of
motivation, work discipline, and leadership on employee performance. The study found that
have the influence of leadership style positively effects on employee performance.

Igbal et al. (2015) examined effect of leadership style on employee performance.
The study found that participation leadership style is most useful in long term and effect
on employees is positive. Similarly, Fiaz ef al. (2017) investigated on leadership styles and
employees’ motivation: perspective from an emerging economy. The study found that all
three leadership styles (autocratic, democratic and laissez faire) have their own importance
with regard to enhancing employees’ motivation and performance. Likewise, Basit et al.
(2017) analyzed the impact of leadership style on employee performance: A Case study on
a private organization in Malaysia. The study also concluded that democratic leadership
style has a significant positive impact on employee performance. Further, Al Khajeh (2018)
investigated on impact of leadership styles on organizational performance. The study found
that transformational, autocratic and democratic leadership styles have a positive influence
on organizational performance.

Paais and Pattiruhu (2020) analyzed the effect of motivation, leadership, and
organizational culture on satisfaction and employee performance. The study found that work
motivation and organizational culture have a positive and significant effect on performance.
Similarly, Rodriguez-Clar and Dingel (2021) investigated on the effect of compensation,
leadership style and work discipline on the performance of hospital employee in United States.
. The study found that leadership style and work discipline have positive effect on hospital
employee performance in United States. Likewise, Baig et al. (2021) analyzed the impact of
leadership styles on employees’ performance with moderating role of positive psychological
capital. The study concluded that leadership styles have a strong positive association with
the employee’s performance through the moderating role of psychological capital. Moreover,
Hajiali er al. (2022) analyzed the determination of work motivation, leadership style, and
employee competence on job satisfaction and employee performance. . The study found that
there is a positive relationship between work competence and employee performance.

Jamali et al. (2022) analyzed the impact of leadership styles on faculty performance:
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Moderating role of organizational culture in higher education. The study found that
transformational leadership and laissez-faire have positive impact on faculty performance
in MUET. Similarly, Wahyudi et al. (2023) investigated on leadership Style, motivation,
and work environment on Job Satisfaction and Employee Performance at the Environment
and Hygiene Department of Pekanbaru City. The study found that motivation and job
satisfaction have a positive and significant effect on employee performance. Likewise,
Ahmadlyah et al. (2024) the influence of leadership style on employee performance through
work motivation at the secretariat of Simeulue Regency. The study found that Leadership
style influences employee performance through work motivation at the Simeulue Regency
Regional Secretariat. Babalola (2016) examined the effect of leadership style, job satisfaction
and employee-supervisor relationship on job performance and organizational commitment.
The study found that job satisfaction and work experience are the most common explanatory
variable for organizational commitment and job performance.

In the context of Nepal, Lama (2022) analyzed the human resource practices and
employee satisfaction in Nepalese commercial banks. The study shows that recruitment
and selection, training and development, compensation policy, and performance appraisal
found a positive correlation with employee motivation. Similarly, Adhikari (2019) analyzed
the determinants of Job Satisfaction and Its Impact on Employee Performance in Nepalese
Commercial Banks. The study found that employee empowerment, job loyalty and workplace
environment are positively correlated with job satisfaction and employee performance.
Likewise, Hakuduwal (2019) examined the human resource development and employee
engagement in Nepalese commercial banks. The study found that are implacable for the
human resource managers of Nepalese commercial banks in formulating the policies and
programmers related with the development of their employees for effective engagement in the
job. Further, Rajendra et al. (2020) examined exploring the status of employee empowerment
inthe commercial banking sectors in Nepal. The study found that the implications on enhancing
the capacity and skills of the employees working in the Nepalese commercial banking sector
for promoting their knowledge, attitude, and performances. In addition, Chalise and Paudel
(2023) examined cultivating job satisfaction: Influence of transactional leadership in Nepali
commercial banks. The study found that there is a significant relationship between dimensions
of transactional leadership style and job satisfaction in Nepali commercial banks.

The above discussion shows that empirical evidences vary greatly across the studies
on the influence of leadership style on employee motivation and performance in commercial
banks. Though there are above mentioned empirical evidences in the context of other
countries and in Nepal, no such findings using more recent data exist in the context of Nepal.
Therefore, in order to support one view or the other, this study has been conducted.

The major objective of the study is to examine the influence of leadership style
on employee motivation and performance in Nepalese commercial banks. Specifically, it
examines the relationship of transformational leadership style, transactional leadership style,
laissez faire leadership style, autocratic leadership style, and democratic leadership style with
employee motivation and performance in Nepalese commercial banks.

The remainder of this study is organized as follows: section two describes the
sample, data, and methodology. Section three presents the empirical results and final section
draws the conclusion.
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2. Methodological aspects

The study is based on the primary data which were collected from 109 respondents
through questionnaire. The study employed convenience sampling method. The respondents’
views were collected on transformational leadership style, transactional leadership style,
laissez faire leadership style, autocratic leadership style, democratic leadership style,
employee motivation, and employee performance. This study is based on descriptive as well
as causal comparative research designs.

The model

The model used in this study assumes that employee motivation and employee
performance depend upon influence of leadership style. The dependent variable selected
for the study are employee motivation and employee performance. Similarly, the selected
independent variables are transformational leadership style, transactional leadership style,
laissez faire leadership style, autocratic leadership style, and democratic leadership style.
Therefore, the model takes the following form:

Employee Motivation and performance = f (transformational leadership style, transactional
leadership style, laissez-faire leadership style, autocratic leadership style, and democratic
leadership style)

Employee performance = f (transformational leadership style, transactional leadership style,
laissez-faire leadership style, autocratic leadership style, and democratic leadership style)

More specifically,

EM =B, + B, TFL + B,TLS + B,LFS + B,ALS + B.DLS + ¢
EP =, + B, TFL + B, TLS + B,LFS + B,ALS + B.DLS + ¢
Where,

EM = Employee Motivation

EP= Employee Performance

TFL = Transformational leadership style

TLS = Transactional leadership style

LFS = Laissez-faire leadership style

ALS = Autocratic leadership style

DLS = Democratic leadership style

Employee motivation was measured using a 5-point Likert scale where there
respondents were asked to indicate the responses using 5 strongly disagree for and 1 for
strongly agree. There are 5 items and sample items include “The employee motivation
transformational leadership style is conducive to maintaining high motivation levels”,
‘Transactional leadership style affects the employees motivation” and so on. The reliability
of the items was measured by computing the Cronbach’s alpha (o = 0.825).

Employee performance was measured using a 5-point Likert scale where there
respondents were asked to indicate the responses using 5 strongly disagree for and 1 for
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strongly agree. There are 5 items and sample items include “The motivation and performance
depend on the transformational leadership style”, ‘Transactional leadership style affects the
employeesand#39; motivation” and so on. The reliability of the items was measured by
computing the Cronbach’s alpha (o = 0.785).

Transformational leadership style was measured using a 5-point Likert scale where
the respondents were asked to indicate the responses using 5 for strongly disagree and 1 for
strongly agree. There are 5 items and sample items include “Leader sets specific goals and
expectation for the motivation and performance of employees”, “It is important to access
effective transformational leadership style for better motivation and performance” and so on.
The reliability of the items was measured by computing the Cronbach’s alpha (o = 0.829).

Transactional leadership style was measured using a 5-point Likert scale where
the respondents were asked to indicate the responses using 5 for strongly disagree and 1
for strongly agree. There are 5 items and sample items include “Transactional leadership
emphasizes the importance of meeting motivation and performance”. The reliability of the
items was measured by computing the Cronbach’s alpha (a = 0.798).

Laissez-faire leadership style was measured using a 5-point Likert scale where the
respondents were asked to indicate the responses using 5 for strongly disagree and 1 for
strongly agree. There are 5 items and sample items include “The leader rarely intervenes
in the processes of the team”. The reliability of the items was measured by computing the
Cronbach’s alpha (o = 0.762).

Autocratic leadership style was measured using a 5-point Likert scale where the
respondents were asked to indicate the responses using 5 for strongly disagree and 1 for
strongly agree. There are 5 items and sample items include “Autocratic leadership style
closely monitor all aspects of their work”, “The reliability of the items was measured by
computing the Cronbach’s alpha (o = 0.759).

Democratic leadership style was measured using a 5-point Likert scale where the
respondents were asked to indicate the responses using 5 for strongly disagree and 1 for
strongly agree. There are 5 items and sample items include “Democratic leadership style
foster open communication within the team”. The reliability of the items was measured by
computing the Cronbach’s alpha (o = 0.821).

The following section describes the independent variables used in this study along
with the hypothesis formulation.

Transformational leadership style

Transformational leadership is a leadership style that inspires and motivates
employees to exceed expectations by transforming their attitudes, beliefs, and values. Meng
and Berger (2019) stated that there is a strong relationship between roles of leadership on
employee motivation. Similarly, Chiniara and Bentein (2016) argued that there is a positive
relationship between leadership and individual performance. Likewise, Braun ef al. (2013)
concluded that there is a positive relationship between transformational leadership, and team
performance. Further, Silla et al. (2017) revealed that there is a positive relationship between
corporate reliability and culture organization on employee perfromance. Based on it, this
study develops the following hypothesis:
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H,: There is a positive relationship between transformational leadership style and employee
motivation.

H,: There is a positive relationship between transformational leadership style and employee
performance.

Transactional leadership style

Transactional leadership is a style where leaders promote compliance and task
completion through rewards and punishments. Kelidbari ef al. (2016) stated that there is a
significant relationship between ethical leadership and motivation of employees. Similarly,
Skeepers and Mbohwa (2015) revealed that there is a positive relationship between leadership
visibility and performance of the employees. Likewise, Oluseyi and Hammed (2009) showed
that there is a positive relationship between effective leadership moves and organizational
goals. Based on it, this study develops the following hypothesis:

H,: There is a positive relationship between transactional leadership style and employee
motivation.

H,: There is a positive relationship between transactional leadership style and employee
performance.

Laissez-faire leadership style

Laissez-faire leadership is a hands-off approach where leaders provide minimal
guidance and decision-making input, allowing employees to make their own decisions
and manage their own tasks. Walumbwa et al. (2005) revealed that laissez-faire leadership
has a strong and positive effect on organizational commitment employee motivation and
performance. The study found that this leadership style can lead to enhanced motivation and
performance, as employees feel more committed to the organization. Haryono and Sulistyo
(2020) found that leadership and work motivation have a positive and significant effect on
employee performance. The study found that leaders provide clear direction and support,
and when employees are motivated. Paais and Pattiruhu (2020) showed that work motivation
and organizational culture had a positive and significant effect on performance. The study
found that employees are motivated and operate within a supportive organizational culture,
their performance levels significantly. Bhatti et al. (2012) effectiveness of a particular style
is dependent on the employee motivation and performance. The study found that leadership
effectiveness varies significantly based on with the motivational needs and performance
levels of employees. Based on it, this study develops the following hypothesis:

H,: There is a positive relationship between laissez-faire leadership style and employee
motivation.

H,: There is a positive relationship between laissez-faire leadership style and employee
performance.

Autocratic leadership style

Autocratic leadership is a style where leaders make decisions independently with
little or no input from others. Otieno and Njoroge (2019) concluded that there is a positive
and significant relationship between autocratic leadership and employee performance.
Similarly, Omonona ef al. (2019) found that there is a positive relationship between autocratic
leadership style and employee performance. Likewise, Jaafar et al. (2021) revealed that
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there is a positive relationship between autocratic leadership style and work performance.
Further, Dewi and Wibow (2020) showed that leadership style have a positive influence on
the performance of employee. Based on it, this study develops the following hypothesis:

H.: There is a positive relationship between autocratic leadership style and employee
motivation.

H,: There is a positive relationship between autocratic leadership style and employee
performance.

3. Results and discussion
Correlation analysis

On analysis of data, correlation analysis has been undertaken first and for this
purpose, Kendall’s Tau correlation coefficients along with mean and standard deviation has
been computed and the results are presented in Table 1.

Table 1

Kendall’s Tau correlation coefficients matrix

This table presents Kendall’s Tau coefficients between dependent variable and independent variables. The
correlation coefficients are based on 109 observations. The dependent variables are EM (Employee motivation)
and EP (Employee performance). The independent variables are TFL (Transformational leadership style), TLS
(Transactional leadership style), LFS (Laissez-faire leadership style), ALS (Autocratic leadership style), and DLS
(Democratic leadership style).

Variables Mean S.D. EM EP TFL TLS LFS ALS | DLS
EM 2.027 | 0.721 1

EP 1.954 | 0.664 0.681™ 1

TFL 1.978 [ 0.753 0.567 | 0.572" 1

TLS 1.956 [ 0.694 0.500" | 0.477" | 0.642" 1

LFS 2.080 [ 0.787 0.472" | 0.490™ | 0.607" | 0.542" 1

ALS 2214 0.891 -0.347" [ -0.328 | 0.456™ | 0.412""| 0.531" 1

DLS 1.866 | 0.682 0.534" | 0.553" ] 0.575" | 0.525" | 0.520" [ 0.364™ 1

otes: The asterisk signs (7) and (") indicate that the result are significant at one percent and five percent levels
respectively.

Table 1 shows that transformational leadership style is positively correlated to
employee motivation. It indicates that transactional leadership focuses more on extrinsic
motivation. Similarly, transactional leadership style is positively correlated to employee
motivation. It indicates that transactional leadership utilizes rewards and punishments to
motivate the employees. Likewise, laissez-faire leadership style is positively correlated to
employee motivation. It indicates that letting employees do as they choose leads to increase in
employee motivation. Further, autocratic leadership style is negatively correlated to employee
motivation. It indicates that individual control over all decisions and little input from group
members lead to decrease on employee motivation. In addition, democratic leadership style
is also positively correlated to employee motivation. It indicates that letting multiple people
participate in the decision-making process leads to increase in employee motivation.

Similarly, the study also shows that transformational leadership style is positively
correlated to employee performance. It indicates that transactional leadership focuses
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more on extrinsic motivation that leads to increase in employee performance. Similarly,
transactional leadership style is positively correlated to employee performance. It indicates
that transactional leadership utilizes rewards and punishments to increase the employees’
performance. Likewise, laissez-faire leadership style is positively correlated to employee
performance. It indicates that letting employees do as they choose leads to increase in
employee performance. Further, autocratic leadership style is negatively correlated to
employee performance. It indicates that individual control over all decisions and little input
from group members lead to decrease in employee performance. In addition, democratic
leadership style is also positively correlated to employee performance. It indicates that letting
multiple people participate in the decision-making process leads to increase in employee
performance.

Regression analysis

Having indicated the Kendall’s Tau correlation coefficients, the regression analysis
has been carried out and the results are presented in Table 2. More specifically, it shows
the regression results of transformational leadership style, transactional leadership style,
laissez-faire leadership style, autocratic leadership style, and democratic leadership style on
employee motivation.

Table 2

Estimated regression results of transformational leadership style, transactional leadership style,
laissez- faire leadership style, autocratic leadership style, and democratic leadership style on
employee motivation

The results are based on 109 observations using linear regression model. The model is EM = 8 + 3 TFL + ,TLS +
B,LFS +B,ALS + B,DLS + ¢ where the dependent variable is EM (Employee motivation). The independent variables
are TFL (Transformational leadership style), TLS (Transactional leadership style), LFS (Laissez- faire leadership
style), ALS (Autocratic leadership style), and DLS (Democratic leadership style).

Regression coefficients of Adj.
Model | Intercept ) SEE |F-value
TFL TLS LES ALS DLS R_bar

0.770 0.635

1| soene | (9180 - 0.435 0.542 | 84.311
0.940 .

2| (5344 (6.557)* 0.280 0.612 | 42.994
0.939 0.523

3 (518%(3))3** (12011 _— 0.320 0.594 | 51.859

4 (707%)7** (4.349)+ _— 0.142 0.668 | 18.915
. 65

5 (500641“6** @154 | 0377 0.569 | 66.488
7 0.573 0.091

6 | a4z | (5479 | (0.803) 0.434 0.543 | 42.338
0.665 0.492 0.035 0.153

7| (a040)%* | (4308)** | (0299) (1.437) 0.440 0.539 | 29.286
0.693 0.500 0.049 0.190 -0.314

8 | 124y | (4.253) | (0.408) | (1.687) |(4.349)% 0438 | 0541 157061
0.570 0.400 0.013 0.123 -0.054 | -0.054

O | 337y | 3339 | (0111) | (1.097) | (0.692) | (0.692) | %471 | 0524 20266

Notes:

i. Figures in parenthesis are t-values.
ii. The asterisk signs (") and (") indicate that the results are significant at one percent and five percent
level respectively.
iii. Employee motivation is dependent variable.
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The regression results show that the beta coefficients for transformational leadership
style are positive with employee motivation. It indicates that transformational leadership style
has a positive impact on employee motivation. This finding is consistent with the findings
of Meng and Berger (2019). Similarly, the beta coefficients for transactional leadership
style are positive with employee motivation. It indicates that transactional leadership style
has a positive impact on employee motivation. This finding is consistent with the findings
of Kelidbari et al. (2016). Likewise, the beta coefficients for laissez faire leadership style
are positive with employee motivation. It indicates that laissez faire leadership style has
a positive impact on employee motivation. This finding is consistent with the findings of
Walumbwa et al. (2005). Further, the beta coefficients for autocratic leadership style are
negative with employee motivation. It indicates that autocratic leadership style has a negative
impact on employee motivation. This finding is consistent with the findings of Otieno and
Njoroge (2019). In addition, the beta coefficients for democratic leadership style are positive
with employee motivation. It indicates that democratic leadership style has a positive impact
on employee motivation. This finding is similar to the findings of Dastane (2020)

Table 3 show the regression results of transformational leadership style, transactional
leadership style, laissez-faire leadership style, autocratic leadership style, and democratic
leadership style on employee performance.

Table 3

Estimated regression results of transformational leadership style, transactional leadership style,
laissez- faire leadership style, autocratic leadership style, and democratic leadership style on
employee performance

The results are based on 109 observations using linear regression model. The model is EM = 3 + 3 TFL + B,TLS
+ B,LFS + B,ALS + B.DLS + e where the dependent variable is EP (Employee performance). The independent
variables are TFL (Transformational leadership style), TLS (Transactional leadership style), LFS (Laissez- faire
leadership style), ALS (Autocratic leadership style), and DLS (Democratic leadership style).

Model| Intercept Regression coefficients of Adj. ) SEE | F-value
TFL TLS LFS ALS DLS R_bar

1 (5Oé;;)3** (90562)7** 0453 | 0491 |90.600
2 (596'?2)3** (9?5?2)7** 0322 | 0547 |52.235
3 (6%2;* (7063;?** _— 0.309 | 0.552 | 49.398
4 (54500 oy 0.121 | 0.623 | 15825
5 | ()52%5** — — @772y | 0390 | 0519 | 70.112
6 | (a7a1y** | (5.090)** | (1.405) 0458 | 0489 |31.342
7 (4.(2256;?** (492'2:13;‘** (?f(l)g) (8183‘5‘) 0457 | 0489 | 58421
i (4962(5))6** (4%2)6** ((1)1%4312) ((1)14113%) ((1);1;(5)(5)) 0463 | 0487 | 24278
° (3%33?** (3%%471)5** (81%%} (81%%) ((1)141;(5)(5)) (2?73;)1** 0.495 0.472 | 22.208

Notes:

i.  Figures in parenthesis are t-values.
ii. The asterisk signs () and (*) indicate that the results are significant at one percent and five percent
level respectively.
iii. Employee performance is dependent variable.
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The regression results show that the beta coefficients for transformational leadership
style are positive with employee performance. It indicates that transformational leadership
style has a positive impact on employee performance. This finding is consistent with the
findings of Chiniara and Bentein (2016). Similarly, the beta coefficients for transactional
leadership style are positive with employee performance. It indicates that transactional
leadership style has a positive impact on employee performance. This finding is consistent
with the findings of Skeepers and Mbohwa (2015). Likewise, the beta coefficients for laissez
faire leadership style are positive with employee performance. It indicates that laissez faire
leadership style has a positive impact on employee performance. This finding is consistent
with the findings of Haryono and Sulistyo (2020). Further, the beta coefficients for autocratic
leadership style are negative with employee performance. It indicates that autocratic leadership
style has a negative impact on employee performance. This finding is consistent with the
findings of Jaafar ef al. (2021). In addition, the beta coefficients for democratic leadership
style are positive with employee performance. It indicates that democratic leadership style
has a positive impact on employee performance. This finding is similar to the findings of
Altheeb (2020).

4. Summary and conclusion

Leadership style in a commercial bank is crucial for fostering a productive and
motivated workforce, directly influencing the bank’s operational efficiency and customer
satisfaction. Effective leaders cultivate a positive organizational culture, drive strategic
initiatives, and manage risks adeptly. They inspire employee engagement and innovation,
which are vital in a highly competitive and regulated financial environment. Moreover,
adaptable leadership can navigate the bank through economic fluctuations and regulatory
changes, ensuring sustained growth and stability. Leadership is an important element of the
directing function of management. Whenever there is an organized group of people working
towards a common goal, some type of leadership becomes essential. The power of leadership
is the power of integrating. The leader stimulates what is best in us, he unites and concentrates
what we feel only gropingly and shatteringly. Leadership Style can be defined as the pattern
of behavior that a leader apply to get the work done through his/her followers or it can be said
that a leadership style is a method through which a leader puts his/her leadership practices in
place to interact with his/her subordinates.

This study attempts to examine the influence of leadership style on employee
motivation and performance on Nepalese commercial bank. The study is based on primary
data of 109 respondents.

The major conclusion of the study is that transformational leadership style,
transactional leadership style, laissez-faire leadership style, and democratic leadership style
have positive impact on employee motivation and employee performance. However, autocratic
leadership style has a negative impact on employee motivation and employee performance.
The study also concludes that democratic leadership style is the most significant factor
followed by transformational leadership style that determines the change in the employee
motivation and employee performance in the context of Nepalese commercial bank.
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