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Abstract

This srudy examined the relationslip berween feadership sovle and emplovee performance at

Dashen Bank in Addis Ababg, Ethiopia, The target population was 130 employees acrosy dif-
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vant information, The vesearchers used standardized guestionnaives 1o assess leadership styles
and emploves performunce. Demographic characteristics were analzed, and corvelation and
fimear regression were used fo exantine the relutionship between leadership stle and perfor-
mance, The findingy showed thai the lpissez-fuive leadership sivle had the most significant pos-
frive effect on emplovee perfirmance e Dasfien Banle However, the vesearelers concluded thar
this stvle showld be minimized, ax prior studics have sugpeested that transactional aid transfor-
mational leadersip stles are more effective for driving desired individual and organizattonal
ettceties. Me stwdy Wiglhiliehes the oritical role that leadership stvle plays in influencing cm-
Plavee performance. An effective leader who commands respect and trust from_fillowers is es-
sentiad for maxinizing productiviey and achieving organizational gealy. The researchers recom-
mend firther nvestipation e how different leadership approgehes impact emplovee engage-

ment and performance within the banking secior
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1. Introduction

Leadership style has been a challenging topic for
orgamzational effectiveness, Therefore, different
leadership styles have been studied across several
decades, and the modern theory was proposed by
Bass. This model consists of three types; Trans-
formational. Transactional, and Laissez-Faire
Leadership (Bass, 1990; Gordon, 1993; Bass &
Avalio, 1994 Glad & Blanton, 1997; Pillai et al.,
L9949 Greenberg & Buron, 2000; Sosik & God-
shalk, 2000k Eren, 2000; Lather et al,, 2009 Gin
& Santra, 20109,

The success of an organization is reliant an the
leader's ability o optimize human resources. A
good leader understands the importance of em-
ployees in achieving the organization's goals, and
motivating these cmployess s paramount in
achieving these goals. To have an effective or-
ganization, the people within the organization
need o be inspired {0 invest themselves in the or-
ganization's mission - the employees need to be
stimulated <o that they can be effective; hence,
elfective organiztions require effective leader-
ship (Wall et al., 1996). Fiedler and House { 1988)
indicate that organizational performance will sul-
fer in direct proporiion io the neglect of this, Ul-
timately, it is the individual emplovee who either
pertorms or fails to pertorm a task. In order for
un organization to perform, an individual must
set aside their personal goals, at least in par, to
strive for the collective poals of the organization
(Cummings & Schwab, 1973). In an organiza-
tional comtext, the very nature of performance is

defined by the organization itself (Cummings &

Schwab, 1973). Employees are of paramount ime-
portance to the achicvement of any organization.
Thus, effective leadership enables greater partic-
ipation of the entire workforce and can als=o influ-
ence both individual and organizational perfor-
mance {Bass, 1997, Mullins, 1999). Effective
leader style facilitates the attainment of the fol-
lower's desires, which then results in effective
performance (Fiedler & House, 1985: Maritz,
1995; Ristow et al., 1999}, Preliminary rescarch
undertaken by Booysen and Van Wyk (1994, in
Swanepoel et al., 2000) in a South African con-
text found that outstanding leaders, in terms of
effectiveness, are perceived to show a strong, di-
rect, bul democratic and participative leadership
style, and are seen as agents of change and vi-
sionaries who increase organizational perfor-
mance. Maccoby (1979, in Botha, 2001) indi-
cates that the need of firms to flourish in the
world of escalating competitiveness, technologi-
cal advances, changing government regulations,
and changing employee attitudes requires an ad-
vanced level of leadership more than ever before
The increasingly competitive global economy
has pushed companies to exploit their available
resources as a means of achieving competitive
advantage, In this regard, leadership is eritically
important because it has a great impact on the
condition of the organization. The purpose of this
quantitative study is to investigate the relation-
ship between leadership style and employees'
performance. The research is cross-sectional. The
research approach applied for this study is quan-
titative, where both descriptive and explanatory
analyses have been deployed. The target popula-
tion of this study would be the emplovees of

Dashen Bank working in the Addis Ababa area at



the branch level, which includes the WAAD dis-
trict. Henee, 329 employvees would be selected as
the sample of the study.

Generally, managers need to improve their style
tor the highest level to improve organizational and
employvees' performance. The business environ-
ment 15 changing radically as a result of magor so-
cietal forces, such as technological advances,
globalization, deregulation, consumer awareness,
and competition. which are affecting organiza-
tional performances and creating new styles and
challenges, Although many factors may influence
the performance of an organization, there cun be
little doubt that the quality of leadership available
1o it will be one of the most eritical determinants
of ultimate success, In recognition of this fact,
tremendous effort and resources have been ex-
panded, with varying degrees of success, to iden-
tify and develop personnel who will oceupy the
positions of leadership needed to meet present
and [uture organizational requirements. Effective
leadership sryle is seen as a strong source of man-
agement development and sustained competitive
advontage: lendership style helps organizations
achieve their current ohjectives more efficiently
by linking emplovee performance to valued re-
wards and by ensuring that employees have the
resources needed to get the job done. Sun (2002)
compares leadership style with leadership perfor-
mance in schoals and enterprises and found that
leadership style had a significantly positive cor-
relation with organizational performance in both
schools and enterprises. Broadly speaking, lead-
ership performance is identical with organiza-
tional performance.

Business management attributes their successes

to leadership efficiency, that is, the leadership
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style of administrative supervisors has a consid-
erable effect on organizational performance (Sun,
2002). Fu=Jin et al, (2010) lecture that when ex-
ecutives use their leadership style to demonstrate
concern, care, and respect for employees. it
would increase the interest of employees in their
work and enable them o put up betwer perfor-
mance, thereby affecting their job satisfaction
positively, Therefore, the current study tried to
examine the effect of leadership style on employ-
ces' performance,

Many studies have asserted that leadership styles
can facilitate the improvement of both leadership
capability and the performance of followers. This
ultimately contributes to enhancing organiza-
tional performance, Leadership style is a signifi-
cant factor in enhancing individuals' interest and
motivalion in an organization (Obiruwu et al.,
2001; Riaz, Akram, & Tjaz, 2011; Chi. Lan, &
Dongotoy, 20123,

However, the literature has shown some contro-
versy regarding the relative importance of differ-
ent leadership styles on organizational perfor-
mance. Certain studies have indicated that trans-
formational leadership has a positive impact on
employee performance, while ransactional lead-
ership has a negative impact (Rejas, Ponce, Al-
monte & Ponce, 2006), Other studies have found
that transactional leadership has a significant
positive effect on organizational performance,
while transformational leadership has a positive
but insigmificant effect (Obiruwu et al., 2011).
Additionally, some research has shown that truns-
actional leadership style provides higher satisfac-
tion and organizational performance compared to
transformational leadership (Wi, 2009, Epitro-
paki and Martin, 2005).



The main research questions of this study are:

11 Whai was tie naiure of leadership sivie in
Dashen Bank (DB)?

2} What are the relationships berween the ef-
fects of leadership and organizational per-
Sformance issuex in DR?

30 What are the relationships hetween leader-
ship snvfes and individual performance in
DR

£ What was the relationsiiip benween  de-
mographics and emplovee performance’”

Therelore, the general objective of this study was

to identify the effects of transformational, trans-

actional, and laissee-faire leadership stvles on

emplovee performance in Dashen Bank,

2. Theorethical Framework

The conceptual framework emphasizes that pre-
vious theoretical studies on performance ap-
praisal processes were primartly focused on ac-
curacy. However, in the context of contemporary
performance management in organizations, the
trend has shifted towards improving employee
performance and motivating employees to en-
hance their performance.

Moreover, performance appraisal systems de-
signed to increase performance now place greater
importance on directing research towards 1m-
proving emplovee performance, rather than
solely on performance accuracy. The focus on
pertormance management and strategic human
resources management has brought a new per-
spective 1o this feld. Researchers have high-
lighted the role of the employee performance ap-
praisal context and have identified contextual

factors that have a significant influence on the

|7

performance appraisal process,

Therefore, the proposed model underlines
the new trends in the field, considering the
stratesie integration of human  resources
management, the role of contextual factors
influencing the performance appraisal pro-
vess, and the adoption of customized perfor-
mance criteria and standards adjusted to the
organizational context where performance
appraisal is implemented. This process of
performance management includes group as-
scssments, peer reviews, and wrillen reports
(Hellriegel, et al.. 2004}, In recent years, per-
formance management systems have become
more important because managers are under
constant pressure to improve the perfor-
mance of their organizations (Holloway,
Francis and Hinton, 1999),

Given that the performance of organizations
influences their continued existence, it s
necessary to discuss the notion of managing
performance, Leadership has been defined
from different sources, and some of the defi-
nitions are discossed below, The traditional
perspectives of leadership perceive the con-
cept of leadership as inducing compliance,
respect, and cooperation. In other words, the
leader exercises power over the followers to
obtain their cooperation (Anderson et, al,,

| DOK},
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3. Methods and Materilas

The research design used in this study involved
both deseriptive and explanatory  approaches,
The descriptive design was used to describe
Dashen Bank's leadership styles practices and
therr implementation to enhance employee per-
formance. The explanatory design was employed
to examine the effects of the independent varia-
bles (leadership styles) on the dependent variable
(employee performance).

The study adopted a quantitative rescarch ap-
proach based on a positivist philosophy. The tar-
wet population was the employees of Dashen
Bank's head office and selected branches in Ad-
dis Ababa. A sample size of 140 respondents was
determined using Yamane's { 1967) formula. Both
primary data (collected through structured ques-
tronnaires) and secondary data (from published
and unpublished sources) were utilized.

The reliability of the measurement instrument
was assessed using Cronbach's alpha, which
showed high internal consistency for all the con-
structs. Data analysis involved descriptive statis-
ties, Pearson correlation, and multiple regression
modeling to examine the effects of leadership
styles  (transformational,  transactional, and
Laisse-Faire Leadership).

The model specification expressed in the follow-

ing way:
Y = B0 + pIX1 + p2X2 + [IX3 +
B s a d i R R R wEBg |
Where:

Y = Dependent variable (Employee Performance
= EF)
[0 = Intercept

X1 = Transtormational Leadership siyvie
X2 =Transactional Leadership style
X3 = Laissez-Faire Leadership style

&= Error term

4. Results and Discussion

4.1 Relationship between leadership
styles and employee performance in
Dashen Bank

The correlation table displays the strength and di-
rection of the relationship between the variables,
ranging from -1 1o 1. A correlation close 1o | in-
dicates a strong positive relationship, while a cor-
relation close to -1 suggesis a strong negative re-
lationship. A correlation of O indicates no linear
relationship between the varables. The correla-
tion matrix provided offers valuable insights into
the relationship between different leadership
styles and emplovee performance in the selected
Dashen Bank Branches. Each correlation coelfi-
cient (r) indicates the strength and direction of the
relationship between the variables.

The correfation analysis reveals some interesting
insights into the relationship between the differ-
ent leadership styles and employee performance
at Dashen Bank. The strongest positive correla-
tion is observed between transformational leader-
ship style (TLS) and employee performance,
with a Pearson correlation coefficient of 0.641.
This indicates a strong, statistically significant (p
<= .01} positive relationship, suggesting that as
the level of transformational leadership behav-
iors exhibited by managers increases, their em-
ployees tend to demonstrate higher levels of per-
formance. Transformational leaders, who inspire

and motivate their followers, provide individual-



ized consideration, and stimuolate intellectual en-
gagement, appear to be particularly effective in
driving improved employee outcomes at the
banlk.

The correlation between transactional leadership
style (TrLS) and employee performance 1s also
posinive and statistically sigmificant, though not
as strong as the transformational leadership hnk:
The Pearson correlation coefficient is (L5331, in-
dicating a moderate positive relationship. This
implies that when managers rely more on contin-
gent reward and management-by-exception ap-
proaches, their employees also tend 10 perform
better, though to a lesser degree than under rans-
formational leadership,

Interestingly, the laissez-faire leadership style
(LLS) also exhibits a moderate positive correla-
tion with employee performance, with a Pearson
coetficient of 0,453, While this "hands-off" ap-
proach 1o leadership is typically associated with
poorer oulcomes, the data from Dashen Bank
suggests that a certain degree of autonomy and
freedom afforded to emplovees may also contrib-
ute o enhanced performance, though not to the
same extent as the more active leadership styles,
Morever, the correlation analysis highlights the
multifaceted nature of leadership and s impact
on employee performance within the context of
Dashen Bank. While transformational leadership
appears to be the most effective in driving posi-
tive outcomes, transactional and even laissez-
faire approaches also play a role i shaping the

performance of the bank's workforee,

4.2 The effect of leadership styvles on em-

ployee performance in Dashen Bank

4.2.1 Assumpfions

The Dashen Bank study utilized a multiple re-
gression model to examine the effects of different
leadership styles on employee performance
within the banking sector. This statisucal ap-
proach allowed the researchers o explore how
each specific leadership style - transformational,
transactional, and laissez-faire - independently
influenced  organizational  performance  out-
COmEes.

To prowide a comprehensive understanding of the
regression analysis, the study delved into several
key components. First, it addressed the regres-
ston assumptions to ensure the validity and relia-
bility of the statistical inferences. These assump-
tions included linearity, independence of errors,
homoscedasticity, normality of residuals, and ab-
sence of multicollinearity. By verifying that these
fundamental assumptions were met, the study cs-
tablished a robust analytical foundation for inter-
preting the regression results accurately.

The model summary section then presented cru-
cial mformation about the overall fit of the re-
gression model, This included metrics such as the
multiple correlation coeflicient (R), the coelfi-
cient of determination (R-squared), and the ad-
justed R-squared, which indicated the proportion
of variance in employee performance that could
be explained by the leadership stvle variables,
Furthermore, the ANOVA (Analysis of Varianes)
table was provided, which assessed the statistical
significance ol the regression model as @ whole
This table demonstrated whether the leadership

stvles, collectively, had a significant impact on



the dependent vaniable of employee performance,
Lastly, the study delved into the regression coef-
ficients, which offered detailed insights into the
individual relationships between cach leadership
style and employee performance. The unstand-
ardized regression coefficients (B) and their as-
socigled pevalues were presented, allowing for
the imterpretation of the directional and statistical
significance of the effects of transformational,
transactional. and laisscz-faire leadership on or-
ganizational performance in the public sector
context,

By thorpughly examining these components of
the multiple regression analvsis, the Dashen
Bunk study provided a comprehensive under-
standing of the complex interplay between differ-
ent leadership approaches and their influence on
employee  performance outcomes within the

banking industry,

Figure 2 illustrates a histogram demonstrat-
ing the distribution of the data, marking a
pivotal step in verifying the assumptions for
multivariate analysis and ensuring the accu-
racy of regression results. In scrutinizing the

normality of residuals, both a histogram and

histogram revealed a svmmetrical and bell-
shaped distribution, indicative of a balanced
dataset, while the normal probability plot
showcased close adherence to a normal dis-
tribution pattern. These analyses provided ro-
bust validation of the data's normality and
supported the reliability of the regression
findings.

As Figure 3 show, the linearity assumption in
the study suggests a linear relationship be-
tween leadership styles and organizational
performance, indicating that plotted scores
should form a swraight line rather than a
curve. Upon examination, the plots illus-
trated an almost hinear relationship between
the variables without any signs of non-lincar-
ity, confirming the satisfaction of the linear-
ity assumption. Normal P-P residual plots
were employed to verify this assumption, de-
picting residuals against predicted values of
the dependent variable or independent varia-
bles. This meticulous assessment ensured the
adherence to the linearily assumption, en-

hancing the validity and reliability of the

a normal probability plot were utilized. The g4y finding.
Tablel: Pearson correlation coefficient
Variables TLS TrLS LLS op
Pearson Correlation I 60477 | 3407 | 6417
Transformational leadership
Sig. (2-tatled) 00 000 000
style (TLS)
N 138 138 138 138
Transactional leadership style | Pearson Correlation 604 I d60 | 5317
(TrL.S) Sig. (2-tailed) 000 061 000




N 138 138 138 138
Pearson Correlation | 3407 160 I 453"
Laissez-faire leadership style
Sig. (2-tailed) WL 061 000
(LLS)
N 138 138 138 138
Pearson Correlation | L6417 | 5317 | 4537 |
Employee Performance Sig. (2-tailed) 000 00 000
N 13% 138 138 138

**_Correlation is significant at the 0,01 level (2-tailed).

Source: own survey, 2022
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Figure 3: Normal P-P plot (own survey, 2022)

The researcher conducted a thorough check
for multicollinearity issues before proceed-
ing with the regression analysis. Multicol-
lingarity arises when independent variables
exhibit high correlations, leading to shared
predictive power. Tolerance and Variance
Inflation Factors (VIF) are common diag-

nostics used to detect multicollinearity. A

Table 2: Multicollinearity test

aa an ta

tolerance value close to | and a VIF value
around | (but not exceeding 10) indicate no
multicollinearity between variables. As per
Mills et al. (2010), tolerance levels above
(.10 and VIF values below 10, as observed
in Table &, suggest the absence of multicol-
linearity. This robust assessment ensures
the reliability and accuracy of the regres-

sion model results.

Variables in the model Collinearity Statistics
Tolerance YIF
| Transformational leadership style 826 1.742
Model 1 ;
' Transactional leadership style 398 1.581
| Laissez-faire leadership 246 1.135

Source: own survey, 2022

4.2.1 Regression analysis
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Model summatry

The model summary provides a compre-
hensive overview of how well the regres-
sion model fits the data and predicts organ-
izational performance due to leadership
stvles. Thus, the Key metrics such as R-
squared. adjusted R-squared, F-statistic,

and significance levels offer insights into

the overall eflectiveness and significance of

the regression mode! in explaining the var-

iance in the organizational performance.

In Table 10, the "R" value is used to assess
the strength and direction of the relation-
ship between the predictor variables (Lead-
ership styles: transformational, transac-

tional, and laissez-faire) and the outcome

Table 3: Model summary

variable (organizational performance). A
value closer to | indicates a stronger rela-
tionship, with I representing a perfect pre-
diction of the observed value. In this study.
the calculated "R" value 15 715 (71.53%),
demonstrating a strong positive correlation
between the predictor variables and the de-
pendent variable. The "R Square” value in
this study is .512(51%). This signifies that
the independent variables accounted for
51% of the variance in employees’ job per-
formance. Additionally, the "Adjusted R
Square" is a measure that controls for both
the number of cases and variables included
in the maodel. In this study, the adjusted R
square suggests that the various leadership
styles can predict employees’ job perfor-

mance,

Model| R | R Square

Adjusted R Square

Std. Error of the Estimate | Durbin-Watson

I L1552 a0l

B4311

1.520

a. Predictors: (Constant), LLS. TrLS. and TLS,

b. Dependent Vanable: Employee Performance

Source: own survey, 2024
Model Fitness

Table 4 shows the ANOVA table result. The
ANOWVA table, or analysis ol variance table.
assesses the statistical significance of the
regression model as a whole, It examines
whether the variation in organizational per-

formance can be attributed to leadership
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styles under investigation. The ANOVA ta-
ble provides critical information on the
overall impact of the independent variables
on dependent variable helps to determine

the model's overall significance.

The most important part of the table 1s F-
ratio, which is 46.782 which is significant

(P-value = 000 < 0.01). The F-ratio is




measure of how much the model has im-
proved the predication of the dependent
variable: “employee performance”. There-
fore, the ANOVA table shows that the com-
bination of the five styles of leadership sig-
nificantly predicts the dependent variable

Table 4;: Model Fitness

(organizational performance). Generally, a
good model should have a large F-ratio
(46.782) which is greater than one at least
because the mean square regression is

greater than the mean square residual.

ANOVA®
Model Sum of Squarcs Df | Mean Square F Sig. '
Regression 58.045 3 19348 46.782 | .000b
I Residual 55421 134 414
Total 113,406 137
a. Dependent Variable: Emplovee performance
b. Predictors: (Constant), LLS. TrLS, TLS

source: Uwn survey, 2022
Regression coefficients

From Dashen Bank's point of view. the re-
gression analysis provides invaluable in-
sights into the relationship between difter-
ent leadership styles and employee perfor-
mance within the organization. These find-
ings offer significant guidance for the bank
to enhance 1ts leadership practices and max-

imize the productivity of its workforce.

The most compelling takeaway is the strong
positive impact of transformational leader-
ship style (TLS) on employee performance.
With 4 standardized Bets coefficient of
0,398, translormational leadership emerges
as the most influential factor in driving or-

ganizational outcomes. This underscores
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the importance for Dashen Bank to focus on
developing and promoting transformational
behaviors among its managers and supervi-
sors, Investing in training and development
programs to equip leaders with the skills to
inspire. motivate, and intellectually stimu-
late their employees should be a top priority

for the bank.

While not as impactful as transformational
leadership, the positive and significant rela-
tionship between transactional leadership
style (TrLS) and employee performance (B
= (1.244, p = 0.002) indicates that Dashen
Bank should also incorporate elements of
this feadership approach, Transactional

leadership, with its emphasis on contingent



rewards and active management-by-excep-
tion, can complement the bank's transfor-
mational efforts to create a more balanced

and effective leadership framework.

Interestingly, even the laissez-faire leader-
ship style {LLS) exhibits a positive and sta-
tistically significant association with em-
ployee performance (B = 0,277, p< 0.001).
This suggests that a certain degree of auton-
omy and empowerment granted to employ-
ees may  also contribute to  enhanced
productivity, though to a lesser extent than
the more active leadership styles. Dashen
Bank could explore ways to strike the right

Table 5: Regression coeflicients

balance between providing guidance and
allowing for employee independence, de-
pending on the specific needs and prefer-

ences of its workforce.

By understanding the nuanced effects of
these leadership styles, Dashen Bank can
develop a comprehensive leadership devel-
opment strategy that combines the strengths
of transformational, transactional, and even
laissez-faire approaches. This multifaceted
approach can help the bank cultivate a
highly engaged and productive workforee,
ultimately contributing to its overall organ-

izational sueeess,

5. Conclusion and implications

The regression analysis conducted on the rela-
tionship between leadership stvies and em-
ployee performance at Dashen Bonk has pro-

vided the organization with invaluable msights

25

Coefficients®
Maodel Unstandardized Coef-| Standardized Co- t Sig.
ficients efficients
B Sid. Error Beta
(Constant) 826 269 3077 003
' Transformational 1.S 376 075 98| 4991 000
Transactional LS 244 075 246 3235 002
Laissez-Faire LS 277 64 2791 4335 000
i Dependent Variable: Emplovee performance

that can puide its future strategic and opera-
tional decisions, The key takeaway for Dashen
Bank is the powerful influence of transforma-
tional leadership style (TLS) on driving posi-
tive orgamizational outcomes. With a standard-

tzed Beta coefficient of 0398, transformational




leadership emerged as the most impactful factor
in predicting emplovee performance. This un-
derscores the crifical importance for Dashen
Bank to invest heavily in developing transfior-
mational leadership capabilities among its man-
ngers and supervisors.

Dashen Bank should design and wmplement
comprehensive leadership development pro-
grams that focus on equipping its leaders with
the necessary skills to inspire, motivate, and in-
tellectually stimulate their employees. Specific
areas of focus should include cultivating a
shared viston, providing individuahized consid-
erdation, fostering an environment of trust and
collaboration, and  encouraging  innovative
problem-solving. By embedding transforma-
tional leadership practices throughout the or-
ganization, Dashen Bank can unlock the [ull
potential of its human capital and drive sus-
tained improvements in employee productivity
and engagement,

While transformational leadership stands out as
the most influential, the study also revealed sig-
nificant positive relationships between both
transactional leadership style (TrLS) and lais-
ser-faire leadership style (LLS) with emplovee
performance. This sugpests that Dashen Bank
should adopt a more balanced and multitaceted
approach to leadership development.

The positive impact of transactional leadership
(B = 0244, p = 0.002) indicates that Dashen
Bank should incorporate elements of contingent
reward systems and active management-by-ex-
ception nte its leadership framework. Effec-
tively combining transformational and transac-
tional approaches can create-a holistic leader-

ship model that provides both inspirational
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guidance and clear performance-based incen-
tives.

Surprisingly, the laissez-faire leadership style
also exhibited a statistically significant positive
association with employee performance (B =
0.277, p = 0L001). This implies that Dashen
Bank should not completely dismmss the value
of granting a certam degree of autonomy and
empowerment to its employees. By siriking the
right balance between directive leadership and
employee independence, the bank can foster an
environment that nurtures both individual mit-

ative and collective productivity,

Morever, Dashen Bank's strategic leadership
development initiatives should focus on the fol-

lowing key priorities:

o Strengthening transformational leadership
capabiliies across all levels of manage-
ment

e Integrating transactional leadership prac-
tices to complement the transformational
approach

»  Explonng ways to selectively incorporate
lasssez-taire leadership elements, while
maintagining  appropriate  guidance  and

support for employees:

Therefore, by adopting this multifaceted lead-
ership strategy, Dashen Bank can cultivate a
highly engaged, motivated, and high-perform-
ing workforce that 15 poised to drive the organ-

ization's continued success in the yeors to come,
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