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@C‘ﬁ of their resources, including physical, financial,

and human. Human resources are considered the

most vital asset, as they enable the exploitation of
other resources (Lee and Ahmad, 2009).
1. Introduction Employee satisfaction is crucial to business suc-
cess, as high contentment levels directly correlate
Organizations strive to maintain a competitive

. ) o with lower turnover and higher productivity.
edge, which depends on the effective utilization



Therefore, keeping employees satisfied should be
a priority for employers (Landy, 1989). Factors
such as leadership play a central role in determin-
ing job satisfaction (Bass, 1990).

Leadership behavior, defined as the pattern of be-
havior leaders prefer to use (Chiok, 2001), can
have a direct impact on the superior-subordinate
relationship, affecting performance, job satisfac-
tion, commitment, and organizational coherence
(Wilderom, Berg & Peter, 2004). The path-goal
leadership theory categorizes leadership behavior
into four types: directive, supportive, participa-
tive, and achievement-oriented (Mosadeghrad
and Yarmohammadian, 2006).

This study aims to identify the effect of leader-
ship behavior on employee job satisfaction at the
Ethiopian Roads Authority headquarters in Addis
Ababa, Ethiopia, based on the path-goal leader-
ship theory.

The central problem this study addresses is that
in many Ethiopian organizations, work is task-fo-
cused and routine, with decisions and policies
imposed on employees, who then merely pretend
to perform well. However, the achievement of or-
ganizational objectives largely depends on the
leadership behavior of managers, which can af-
fect both job satisfaction and productivity
(Chiok, 2001).

According to the path-goal leadership theory,
leaders can exhibit different types of behavior:
task-oriented or human relations-oriented
(Fiedler, 1967). Recent internal data from the
Ethiopian Roads Authority (ERA) suggests a de-

crease in employee job satisfaction, and informal

interviews indicate issues with leadership behav-

iors, such as unreasonable demands, lack of com-
munication, and decision-making problems.
However, the Authority's leadership believes em-
ployees are satisfied, and no empirical research
has been conducted on the impact of leadership
behavior on job satisfaction in the ERA.
Therefore, this study aims to assess the effect of
four key leadership behaviors (directive, support-
ive, participative, and achievement-oriented) on
employee job satisfaction in the Ethiopian Roads
Authority.

The specific research questions are:

1) What is the effect of directive leadership be-
havior on job satisfaction of ERA employ-
ees?

2) How does supportive leadership behavior
affect job satisfaction of ERA employees?

3) Whatis the effect of participative leadership
behavior on job satisfaction of ERA em-
ployees?

4) What is the effect of achievement-oriented
leadership behavior on job satisfaction of

ERA employees?

The study hypotheses are:

HI: Directive leadership behavior has a signifi-
cant effect on employee job satisfaction.

H?2: Supportive leadership behavior has a signif-
icant effect on employee job satisfaction.

H3: Participative leadership behavior has a sig-
nificant effect on employee job satisfaction.

H4: Achievement-oriented leadership behavior
has a significant effect on employee job satisfac-

tion.



2. Litrature review

2.1 Job Satisfaction
Job satisfaction has been defined in various ways
by researchers. Spector (1997) refers to it as how
people think about their job and different aspects of
it. Ellickson and Logsdon (2002) define it as the ex-
tent to which employees like their work. At its core,
job satisfaction involves the emotional, senti-
mental, or affective attitudes employees have to-

wards their job.

The most widely accepted conceptualization of job
satisfaction was presented by Locke (1976), who
defined it as "a pleasurable or positive emotional
state resulting from the appraisal of one's job or job
experiences" (Locke, 1976, p.1304). This suggests
that job satisfaction has emotional, cognitive, and
behavioral components. The emotional component
refers to the feelings employees have about their

job, such as boredom, anxiety, or excitement.

Moreover, job satisfaction is a complex, multidi-
mensional construct that encompasses how em-
ployees think, feel, and behave in relation to their
work. The definitions provided by Spector, Ellick-
son and Logsdon, and Locke capture the attitudinal
and emotional nature of this important organiza-

tional variable.

ading to dissatisfaction:

Figure 1.Job Satisfaction Model (Field, 2008).

2.2 Theories of Job Satisfaction

Theories of job satisfaction share significant over-
lap with broader theories of human motivation. The
most prominent and widely-studied models in this
domain include: Maslow's hierarchy of needs the-
ory, Herzberg's two-factor (motivator-hygiene) the-
ory, the Job Characteristics Model, and the disposi-

tional approach.

2.2.1 Herzberg's Two-Factor Theory

Herzberg's (1957) two-factor theory proposes that
satisfaction and dissatisfaction are driven by dis-
tinct sets of factors. Hygiene factors, such as com-
pany policies, compensation, benefits, and working
conditions, must first be addressed to prevent dis-
satisfaction. Motivator factors, including responsi-
bility, achievement, esteem, and autonomy, then
serve to actively promote job satisfaction by meet-
ing higher-order psychological needs. According to
Herzberg, intrinsic job content factors are the pri-

mary drivers of job satisfaction.

2.2.2 Maslow's Hierarchy of Needs

Maslow's classic hierarchy of needs theory suggests
that human needs form a tiered structure, with more
basic physiological and safety needs at the bottom,
followed by belongingness, esteem, and finally
self-actualization needs at the apex. The theory pos-
its that lower-level needs must be reasonably satis-
fied before individuals are motivated to fulfill
higher-order needs. In the work context, this im-
plies that organizations should first ensure employ-
ees' basic needs are met before attempting to ad-

dress higher-level needs to enhance job satisfaction.

Morever, prominent theories of job satisfaction em-
phasize the importance of considering both extrin-
sic hygiene factors and intrinsic motivator factors,
as well as the hierarchical nature of human needs,

when seeking to understand and improve employee



job satisfaction.

l Self- Actu_dlg_ti{n

Esteem
Approval, Recognition, Respect

Belonging
Acceptance, Affection, affiliation

Safety
Securitv. Stabilitv. Freedom from Fear

Physiological Needs
Water, Food, Shelter

Figure 2: Maslow’s Five-level hierarchy (1943)

2.3 Theorethical Foundation of the Study
The theoretical framework for this study concep-
tualizes job satisfaction as the dependent varia-
ble, with various leadership behaviors serving as
the independent variables. In developing this
conceptual model, the researchers have drawn
upon multiple established theories and frame-

works.

The foundational theory underpinning this work
is the path-goal theory of leadership, proposed by
House (1971), Northouse (2013), and House and
Mitchell (1974). Path-goal theory is a contin-
gency approach that defines leadership effective-
ness in terms of the leader's ability to provide
their subordinates with the necessary information

and support to achieve valued rewards and goals.

Specifically, the path-goal theory identifies four
key leadership behaviors:

e Supportive (relations-oriented)
e Directive (task-oriented)
e Achievement-oriented

e Participative

These four leadership behaviors are theorized to

have differential impacts on employee job satis-

faction, which is a central focus of the study.

Additionally, in examining job satisfaction, the
researchers have incorporated elements of Her-
zberg's two-factor theory of motivation and hy-
giene. This suggests that both intrinsic motivator
factors and extrinsic hygiene factors should be
considered when evaluating employee job satis-

faction.

Overall, the theoretical framework integrates
prominent leadership and job satisfaction theo-
ries to develop a comprehensive model for inves-
tigating the relationships between specific lead-

ership behaviors and employee job satisfaction.

3. Materials and methods

The study utilized various descriptive data anal-
ysis techniques to conduct the central analysis,
including measures of central tendency (mean),
frequency distributions, and measures of disper-
sion. All statistical analyses were performed us-

ing SPSS version 20.

In addition to the descriptive analyses, the study
employed correlation and multiple regression
analysis to examine the relationships between job

satisfaction and leadership behaviors.

Multiple regression analysis allows for the mod-
eling of a dependent variable (in this case, job
satisfaction) as a linear function of two or more
independent/predictor variables (the leadership
behaviors). The general multiple regression

equation takes the form:
Y=0b0+bl1X1+b2X2+..+bkXk+¢

Where:



Y = the dependent variable (job satisfaction)
b0 = the constant/intercept term

bl, b2, ..., bk = the regression coefficients for the
independent variables X1, X2, ..., Xk

¢ = the error term

Correlation analysis was used to first assess the
strength and significance of the bivariate rela-
tionships between the independent leadership be-
havior variables and the dependent job satisfac-

tion variable.

The regression analysis then allowed the re-
searchers to quantify the extent to which the se-
lected leadership behaviors explain variance in
the job satisfaction outcome variable. This pro-
vided insights into the relative impact of different
leadership behaviors on employee job satisfac-

tion.

4. Results and Discussion

4.1 Assumption tests

The researchers conducted multiple regression
analysis to quantify the extent to which the se-
lected leadership behaviors explained variance in
the dependent job satisfaction variable. Prior to
estimating the regression models, the researchers
assessed the data for potential issues of multicol-
linearity among the independent variables. Mul-
ticollinearity can be problematic as it indicates
high intercorrelations between the predictor vari-
ables, which can impact the stability and interpre-

tation of the regression coefficients.

The researcher evaluated multicollinearity using
two common diagnostic metrics - variance infla-

tion factor (VIF) and tolerance. As a rule of

thumb, a VIF value exceeding 10 is often consid-
ered to indicate serious multicollinearity con-
cerns, while a tolerance value less than 0.1 is also
suggestive of problematic collinearity. In the cur-
rent study, the VIF values for the leadership be-
havior variables ranged from 1.655 to 2.944, and
the corresponding tolerance values ranged from
0.340 to 0.604 (see Table 1). Based on these re-
sults, the researcher concluded that multicolline-
arity was not a concern in this analysis, as all VIF
values were well below 10 and all tolerance val-
ues exceeded 0.1, indicating the independent var-
iables were not highly correlated with one an-

other.

With the assumption of minimal multicollinearity
satisfied, the researchers proceeded to estimate
the multiple regression model to examine the pre-
dictive relationships between the leadership be-
haviors and job satisfaction. The specific regres-
sion results and their interpretation are presented

in the following sections.

As Tabke 2 reveals the normality using descrip-
tive statistics. Examining the skewness values of-
fers insights into the symmetry of the distribu-
tions. The skewness values for Directive LB, Par-
ticipatory L, and Job Satisfaction are close to 0,
suggesting relatively symmetric distributions.
The Supportive LB variable exhibits a slightly
negative skewness, indicating a distribution with
a longer left tail, while the Achievement OL var-
iable shows a positive skewness, implying a dis-

tribution with a longer right tail.

Regarding kurtosis, the values for all the varia-
bles are close to 0, indicating relatively mesokur-

tic (normal) distributions. The Job Satisfaction



variable demonstrates a slightly platykurtic (flat-
ter) distribution, with a kurtosis value slightly be-

low 0.

Morever, the skewness and kurtosis values sug-
gest that the variables generally have a relatively
normal distribution, with only minor deviations

from the ideal. This supports the assumption of

normality, which is crucial for the validity of the
subsequent statistical analyses conducted in the
study. The careful examination of these distribu-
tional characteristics enhances the credibility of
the research findings and the conclusions drawn

from the data.

Task Oriented H1
Leadership
: Supportive H2 |
Behavior pp >
Leadership
H3 |
Relation Oriented >
Achievement H4 R
Oriented

>Job Satisfaction

Figure 1:- Cconceptual framework (Northouse, 2013).

Table 1: Result of Multi co linearity test

Model Collinearity Statistics
Tolerance VIF
1 (Constant)
Directive Leadership behaviours .604 1.655
Supportive Leadership behaviours 472 2.119
Participatory Leadership behaviours 577 1.734
Achievement Oriented .340 2.944

a. Dependent Variable: JOB SATISFACTION Source: own survey 2022

Table 2: Descriptive Statistics of Normality Test

Variables N Skewness Kurtosis
Statistic | Statistic | Std. Error | Statistic Std. Error
Directive Leadership behaviours 254 -.199 153 -.624 304




Supportive Leadership behaviours | 254 =767 153 .635 304
Participatory Leadership behaviours | 254 -.191 153 .850 304
Achievement Oriented 254 .599 153 -.278 304
JOB 254 -.079 153 -1.165 304
SATISFACTION

Valid N (listwise) 254

4.2 Regression analysis

As Table 3, shows the relationship between the
independent variables (Directive LB, Supportive
LB, Participatory L, and Achievement OL) and
the dependent variable (Total Job Satisfaction).
The table shows that there is a single regression
model, with an R value of 0.442. This multiple
correlation coefficient indicates a moderate
strength of the linear relationship between the in-
dependent variables and the dependent variable.
The R Square value of 0.195 suggests that the in-
dependent variables included in the model ac-
count for approximately 19.5% of the total varia-
tion in the dependent variable, Total Job Satisfac-

tion.

The Adjusted R Square value of 0.182 provides a
more conservative estimate of the explained var-
iance, taking into account the number of inde-
pendent variables in the model. This means that
the model explains approximately 18.2% of the
variability in the dependent variable, after adjust-
ing for the number of predictors. The Std. Error
of the Estimate is 0.68323, which represents the
standard deviation of the residuals, or the average

amount of error in the predictions made by the

regression model. This relatively small value in-
dicates a good fit of the model to the data and
suggests that the predictions made by the model
have a relatively low level of error.

Morever, the model summary table suggests that
the multiple regression model has a moderate
level of explanatory power, with the independent
variables accounting for a substantial portion of
the variance in the dependent variable, Job Satis-
faction. These findings provide insights into the
strength of the relationship between the leader-
ship styles and employee job satisfaction, as well
as the overall fit and reliability of the regression

model used in the study.

The ANOVA table (4) presented in the study pro-
vides a statistical evaluation of the overall fitness
and significance of the multiple regression model
used to examine the relationship between the in-
dependent variables (Directive LB, Supportive
LB, Participatory L, and Achievement OL) and
the dependent variable (Job Satisfaction).

The table shows that the regression model is sta-
tistically significant, with an F-statistic of 15.0
and a corresponding p-value (Sig.) of 0.000,
which is less than the commonly used signifi-
cance level of 0.05. This indicates that at least

one of the independent variables is a significant




predictor of the dependent variable, Job Satisfac-

tion.

The sum of squares values in the table further
support the model's overall fitness. The regres-
sion sum of squares is 28.142, which represents
the variation in Job Satisfaction that is explained
by the independent variables. The residual sum of
squares is 72.0, which represents the variation in
Job Satisfaction that is not accounted for by the
model. The total sum of squares, which is the sum
of the regression and residual sums of squares, is

116.233.

The degrees of freedom (Df) values in the table
provide information about the number of param-
eters in the model. The regression model has 4
degrees of freedom, corresponding to the 4 inde-
pendent variables included in the analysis. The

total degrees of freedom is 249, which is the

Table 3 Model Summary

number of observations minus 1.

The mean square values, calculated by dividing
the sum of squares by the respective degrees of
freedom, further support the statistical signifi-
cance of the regression model. The regression
mean square of 7.036 is substantially larger than
the residual mean square, leading to the high F-

statistic value.

Overall, the ANOVA table indicates that the mul-
tiple regression model used in the study has a
good overall fit and is statistically significant,
suggesting that the independent variables collec-
tively have a meaningful impact on the depend-
ent variable, Job Satisfaction. These findings pro-
vide a strong foundation for the subsequent inter-
pretation and discussion of the specific relation-

ships between the variables.

Model R R Square Adjusted R Square Std. Error of the Estimate

1 4422 195

182 .68323

Predictors: (Constant), AOL, PL, DLB, SLB.
Dependent Variable: JOB SATISFACTION
Table 4: Model Fitness

ANOVA®?
Model Sum of Squares Df | Mean Square F Sig.
Regression 28.142 4 7.036 15.0 .000°
1 Residual 72
Total 116.233 249 467
a. Dependent Variable: Job Satisfaction
b. Predictors: (Constant), AOL, PL, DLB, SLB




Table 5: Regression coefficients

Model Unstandardized | Standardized
Coefficients Coefficients
B Std. Error Beta t-value | Sig.
(Constant) 2.486 AT77 5.214 .000
Directive Leadership behaviors | -.107 .090 -.087 -1.195 .233
| Supportive Leadership behav- .192 153 104 1.254 211
iors
Participatory Leadership behav-| -.547 132 -.309 -4.132 .000
iors
Achievement Oriented 713 131 530 5.429 .000

Dependent Variable: Job Satisfaction

Source: Own survey, 2022

The regression coefficients table (5) presented in
the study provides a detailed examination of the
individual relationships between the independent
variables (Directive Leadership behaviors, Sup-
portive Leadership behaviors, Participatory
Leadership behaviors, and Achievement Ori-

ented) and the dependent variable, Job Satisfac-

tion.

The unstandardized regression coefficients (B)
offer insights into the direction and magnitude of
the relationships. The constant (intercept) value
of 2.486 represents the predicted level of Job Sat-
isfaction when all the independent variables are
equal to zero. The negative coefficient of -0.107
for Directive Leadership behaviors suggests an
inverse relationship with Job Satisfaction, indi-
cating that higher levels of Directive Leadership
behaviors are associated with lower levels of Job
Satisfaction. In contrast, the positive coefficients
for Supportive Leadership behaviors (0.192) and
Achievement Oriented (0.713) imply that these

variables have a positive influence on Job Satis-
faction, such that higher levels are associated

with increased Job Satisfaction.

The standardized regression coefficients (Beta)
shed light on the relative importance of each in-
dependent variable in the model. The Beta value
for Achievement Oriented (0.530) is the largest,
suggesting that this variable has the strongest
standardized effect on Job Satisfaction, followed
by Participatory Leadership behaviors (-0.309).
This indicates that a one-unit change in Achieve-
ment Oriented has a greater impact on Job Satis-
faction compared to a one-unit change in the

other independent variables.

The statistical significance of the relationships is
evaluated using the t-values and corresponding p-
values (Sig.). The p-values for Directive Leader-
ship behaviors (0.233) and Supportive Leader-
ship behaviors (0.211) are higher than the com-

monly used significance level of 0.05, indicating




that these variables are not statistically signifi-
cant predictors of Job Satisfaction in the model.
In contrast, the p-values for Participatory Leader-
ship behaviors (0.000) and Achievement Ori-
ented (0.000) are lower than 0.05, suggesting that
these variables are statistically significant predic-
tors of Job Satisfaction. This means that the rela-
tionships between these two independent varia-
bles and the dependent variable are unlikely to

have occurred by chance.

Morever, the regression coefficients table pro-
vides valuable insights into the individual rela-
tionships between the leadership styles and em-
ployee job satisfaction. The findings highlight the
importance of Participatory Leadership behav-
iors and Achievement Oriented as significant pre-
dictors of Job Satisfaction, while Directive Lead-
ership behaviors and Supportive Leadership be-
haviors appear to have a less substantial impact

on the dependent variable.

5. Conclusion and Implication

The results indicate a significant relationship be-
tween the various leadership behaviors (support-
ive, directive, participative, and achievement-ori-
ented) and employee job satisfaction. This sug-
gests that the leadership style adopted by the or-
ganization has a substantial impact on the level

of job satisfaction experienced by the employees.

While the employees appear to be moderately
satisfied with intrinsic factors such as the nature
of their work, feelings of responsibility, and op-
portunities for growth and development, their
satisfaction with extrinsic factors like salary, ben-

efits, and promotion prospects is relatively low.

10

This could be due to the perception that other or-
ganizations in the industry offer more competi-

tive compensation and benefits packages.

The regression analysis reveals that the dominant
leadership behavior exhibited in the organization
is participative in nature. However, the findings
suggest that the employees' job satisfaction does
not primarily depend on this participative leader-
ship style. Instead, the leadership behavior that
has a direct and significant impact on job satis-

faction is the achievement-oriented approach.

Conversely, the employees appear to be dissatis-
fied with directive and participative leadership
behaviors, as they tend to be more task-oriented
rather than focused on employee relationships.
Employees seem to prefer a more friendly and
supportive work environment over one that is

overly focused on strict rules and regulations.

The findings of this study can provide valuable
feedback for the organizational leaders to under-
stand how their leadership style is perceived by
the employees and how this perception affects the
employees' job satisfaction levels. Since organi-
zational performance and effectiveness are
closely tied to employee job satisfaction, it is cru-

cial for the leaders to address these insights.

To enhance employee job satisfaction, the organ-
ization's leaders should focus on improving the
quality of the achievement-oriented relationships
between themselves and the employees. By em-
phasizing an achievement-oriented leadership
approach, the organization can potentially in-
crease the satisfaction and successful task com-
pletion of its employees, ultimately contributing

to the achievement of the organization's goals and



objectives.

Based on the regression analysis and conclu-

sions, the key recommendations are:

Leaders should focus on adopting an achieve-
ment-oriented leadership style, as this has been
identified as the leadership behavior that has a di-
rect and significant positive impact on employee
job satisfaction. Fostering achievement-oriented
relationships between leaders and employees can

enhance the overall satisfaction levels.

Supportive leadership behaviors should also be
emphasized, as they create a friendly and respect-
ful work environment that caters to the well-be-
ing and needs of the employees, leading to in-

creased job satisfaction.

The organization should minimize the participa-
tive leadership approach, as it was found to have
a weak impact on employee job satisfaction in
this context. The tasks performed by the employ-
ees are likely routine rather than complex, reduc-
ing the need for excessive participative decision-

making.

Directive leadership behaviors should also be re-
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