Running Head: IMPACTS OF LEADERSHIP STYLES ON EMPLOYEE MOTIVATION IN THE GOVERNMENT SECTOR OF THE EMIRATE OF ABU DHABI			1
IMPACTS OF LEADERSHIP STYLES ON EMPLOYEE MOTIVATION IN THE GOVERNMENT SECTOR OF THE EMIRATE OF ABU DHABI				10

IMPACTS OF LEADERSHIP STYLES ON EMPLOYEE MOTIVATION IN THE GOVERNMENT SECTOR OF THE EMIRATE OF ABU DHABI







Student Name 
Professor Name 
Institution 

Due Date 

Literature review
There is a need of establishing an understanding of what employee motivation is all about before we define the problem that Abu Dhabi, as well as other cities faces. There are different theories have been advanced to explain employee motivation. In reviewing the theories ever developed, we are appreciating the history of motivation and the associated scholars. 
Maslow, for instance, developed the Maslow Hierarchy of Human Needs Theory that argued out employee motivation based on the different levels of human needs. The needs talked about included in the theory included physiological, safety, belonging, self-esteem and self-actualization in that descending order. People were motivated by physiological needs but today employees seek high needs to be satisfied (Huit, 2002 & Creech, 1995). McGregor is another scholar who developed the theory of X and Y. McGregor distinguished employees into groups of X and Y –those in X being interested in rewards and employment compensation while those in group Y were employees seeking new challenges and self-directed. Other theories include Vroom’s theory of expectancy that incline that employees do volunteer to uphold a behavior that is productive tandem to the work objective (Vroom, 1964); Herberg’s theory of motivation that characterizes employee motivation into hygiene and motivation according to Herberg et al., among others (1993). These theories have been useful in shaping the today employee motivation. 
2.1 What is presently known about the problem? 
	There are a couple of leadership styles that assume the shape of work culture in organizations over the globe. This styles of leadership define the way of doing things in the organizations, including employee behavior and motivation. However, transformational, servant, transactional and authentic leaderships are the centre of our attention in this research. According to a research done by Boss, a transactional leader does not often involve employees until a problem arises or thing go against plans (1985). As a matter of fact, these leaders have change phobia since they uphold the same procedures should be used in work completion. Worse of it all is that they do not motivate or help employees towards productive career growth. Transformational leaders inspire their employees and they always develop them for greater capabilities and new challenges. These leaders motivate employees to work towards their full potentials. These leaders are fractured by the transformational type of leadership in the organization. They are charismatic, stimulating and inspiring. These kind of leadership has a special growth in the organization since it encourages employees. Employees always works toward achieving their full potential. Servant leadership is upholds that a leader is a servant first and this is the secret to being the influencer that a leader needs to be to his/her subjects. This kind of leadership has been found to be one of the best in leadership paradigms along with transformational leadership. It impacts positive growth from the motivation that it gives to employees. Its theoretical framework emphasizes much concern on people for productivity. According to Bass, Servant Leadership is a logical extension of transformational leadership (2000). Authentic leadership is results to positive outcomes - a research that focused on employees’ feedback reported. Clearly, motivation is part of this type of leadership. Every employee is motivated to grow his/her career and hence impacting positively on the productivity of the company (Walumbwa et al., 2010).  
Generally, the UAE management culture is directive and paternalistic. Though it is difficult to tell the individual leadership styles that companies in the city assume, the government sector has maximized on leadership styles that are motivational. 
2.2 The relevant & pertinent literature on the purpose of the study 
The impact that employee motivation brings about can never be overstated. Employee motivation is able to brace people toward tasks by satisfying their basic human needs. This way, their esteem toward work is highly boosted to the point of owning their work and responsibilities above the feelings of belonging, self-directedness, self-recognition and ability to believe on their ideas (Kotter, 1999). Scott found out that motivation is directly related to employees’ productivity in the organization. According to Turner and Miller, the effect of a project manager’s leadership style was largely ignored in relevant research, such as success factors of a project manager (2005). After a thorough research, these scholars found out that the relationship between leadership style and the project’s nature is very direct and important studying. Government projects in Abu Dhabi were the center of the focus (Turner & Miller, 2005). The following is a discussion based on some existing literatures about the impact of the different leadership styles on employee’s motivation. 
2.2.1 Transformational Leadership 
The transformational style of leadership is very positive. These kind of leaders have been found to project visions of the future and set concise plans of achieving these visions. This type of leadership has been attributed to huge success in major projects that have been initiated by the government. With the exquisite inspiration that subordinates are subjected to, success of projects is inevitable. In a survey of 40 employees from the Abu Dhabi Distribution Company done by Davidson to establish the relationship between leadership style and motivation found that employees were mostly motivated with a transformational leadership style as compared to transactional (2009). 
Among all leadership styles, transformation al has achieved maximum credit because of its productive and supportive nature (Shah et al., 2011). It is evident that transformational leadership enhances employee motivation increasing their dedication to the organization. A good example is the study made on the company aforementioned, which showed a positive relationship between employee performance and motivation. 
[bookmark: _GoBack]As pointed out by Bass & Avolio (2003), transformational leadership style is defined by four key aspects: inspirational motivation idealized influence, intellectual stimulation and individualized consideration. Inspirational motivation essentially involves the articulation and sharing of an attractive vision with the employees and use of emotions to demonstrate optimism and enthusiasm. Idealized influence involves setting a lead example by sacrificing certain aspects for the benefit of the team or organization.
2.2.2 Servant Leadership 
Servant leadership is not clearly depicted in many public organizations in Abu Dhabi and as a result, little research has been conducted on the matter. This kind of leadership is exhibited in government organizations by words. A study that made use of a random sample of 288 ADP employees, interviews and document analysis of the research consistently show that ADP leadership is dominated by the top-down, directive and commanding leadership style. This kind of leadership, however, has been gauged effective in driving for change and motivating employees. 
2.2.3 Authentic Leadership 
According to Walumbwa et al., subordinates view authenticity of a leader as self-regulatory, balanced process, self-realization, and relational transparency. These are the aspects that are prime to the impacts that this kind of leadership sets. For instance, employees have been able to make decisions impartially after scrutinizing relevant data and information in the organization. Leader have been able to understand their strengths and weaknesses as well improving the service delivery systems of the city (Davidson, 2009). Leaders have also developed creative delivery in the organizations. Creativity involves production of fresh and valuable concepts relating to goods, services, procedures, and processes. In the place of work, the process of generating new and original ideas is appreciated and valuable solutions encouraged in the events of issues eruption.  
Employees at the different sectors, not just in government institutions have their employment contract valued in terms of creativity. Actually, many professionals and industry CEOs value creativity as well (Davidson, 2009). With creativity, employees are able to deliver rare and distinctive assistance to organizations. This creativity is attributed to the prosperous companies that the city of Abu Dhabi has with great service delivery team which satisfies up to the employees. These companies have financial affluence and are generally growing. The overall impact of authentic leadership style in a company and the industry at large is novelty and usefulness. 
                                                                                                                                                                              2.2.4 Transactional Leadership 
This is the worst kind of leadership that has characterized some industries in the city of Abu Dhabi. This kind of leadership is negatively related to motivation. A research done by Boss actually characterized this kind of leadership as some form of autocracy. This leadership has demoralized the employee fraternity over the city and it has been discouraged as much as possible (Kotter, 1999).  
2.2.5 Motivation 
Motivation is an important factor of company growth. Being determined by the kind of leadership that government institutions adopts, it is crucial that the government takes notes and institutes models that work for and not against employee motivation (Joseph et al., 2005). The Abu Dhabi community is mostly Islamic with less gut to serve a people from an Imam position. However, the current research shows that systems are changing and the positive leadership styles are being instituted to the departments that lagged behind. Employees, especially from global arenas aspire for motivation whenever they are hired to work in institutions off their country so that they may develop a sense of company belonging. 

2.3 Organization of review and its justification
	Ideally, leadership is very important but more important, is the leadership style that a company upholds. Government institutions have recommended for positive styles to leadership, those that motivate employees. As inferred by many researchers, motivation is directly proportional to productivity (Walumbwa et al, 2010). Every organization, therefore, would assume a leadership style that embraces motivation of its work force as a way of reaching to their goals. Growth has been attributed to positive leadership styles that industries in the city have upheld. Transactional leadership is fairly dictatorship that has demised company and industry reputations. Customers will always develop their attempts towards organizations that are growing their employee base and this is only done by motivation. This is justified by the different levels of success that companies in the city enjoy. 
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