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Abstract 

The contribution of leadership in the public sector in achieving higher productivity cannot be 

underestimated. Increased productivity can lead to economic growth and development. This 

explains why effective leadership and productivity issues seem to be paramount on the agenda 

of most world leaders, especially those in Africa. The study investigated the different leadership 

styles used in the Volta River Authority and Municipal Hospital in Wa, in the Upper West Region 

of Ghana. The study adopted both qualitative and quantitative approaches, employing 

comparative case-study methodology.  The sample size was drawn from the staff of Volta River 

Authority and Municipal Hospital in Wa. The research revealed that leadership does have some 

level of influence on productivity in organizations. The study also established that leadership’s 

role in attaining increased productivity is very crucial. Hence, the study recommended that 

leaders in the two institutions should consider their actions carefully for improved productivity, 
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since subordinates viewed and interpreted leaders/management actions differently. Workers 

tend to be more loyal if they are a part of a united and focused team. Therefore employees 

should be empowered, trained and supported to become more productive. 
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INTRODUCTION 

Improving productivity has become a major goal in virtually every organization (Stevenson, 

2005:53). High productivity can lead to economic growth and development. Haakonsson et al. 

(2008) and Stevenson (2005) were of the view that government leaders were concerned with 

national productivity because of the close relationship between productivity and a nation’s 

standard of living. This explains why effective leadership and productivity issues seem to be 

paramount on the agenda of most world leaders especially those in African countries (African 

Business Leaders Forum, November 19-21, 2008). Wu et al (2008) also established that 

although new technologies provide governments with opportunities to improve efficiency and 

responsiveness, they also pose a host of new challenges. They suggested that productivity 

improvement is an exercise that induces change in the face of resistance, unpredictability, and 

complexities. Hence, success depends on recognizing and dealing with constraints and 

motivating actors to co-operate (Naidoo and Lord 2008). Brunch & Walter (2007) also 

suggested that effective leadership and agility in the public sector; may be the solution to 

improved productivity.  Productivity has variously been defined as measurement of efficiency; 

effectiveness; cost reduction; input minus output; management improvement; performance; 

methods of improvement; work standards and programme evaluation (Wu et al, 2008). 

However, productivity’s central concern is making better use of the tax payers’ money. Patel 

(1999) and Mullins (2002) warned that to emphasize only profit misdirects managers to the 

points where they may endanger the survival of organizations. Productivity adds value to the 

economy while keeping inflation in check (Stevenson, 2005:47). Stevenson (2005) again stated 

that productivity measures are useful on a number of levels. For an individual department and 

organization, productivity measures can be used to track performance overtime. This allows 

managers to judge performance and to decide where improvement is needed. In essence, 

productivity measurement serves as score cards of the effective use of resources.  

It has been established that leadership is more than simply holding a management 

position (Cullen & Paraboteeah, 2008:725).  Leadership is about coping with change 

(Adei&Sarpong-Mensah, 2006). Cullen & Parboteeah (2008:735) also defined leadership as the 
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ability of an individual to influence, motivate, and enable others to contribute toward the 

effectiveness and success of the organizations of which they are members.  Leadership is a 

topic that is highly discussed on many platforms today; whether in politics, business or the 

church. This is because of a perceived leadership crisis and the vacuum in organizations, 

churches and countries that leadership effectiveness tends to create (Frimpong, 2008). Many 

people complain of the character of some of leaders and the youth of today. These people are 

worried about the future of the country because of lack of good and effective leaders. There is 

therefore an urgent need for the purposeful cultivation of quality and effective leaders to save 

organizations, churches and the country from mismanagement and total collapse (Frimpong, 

2008).  

The study would focus on transformational leadership theory as opposed to other 

theories; however, transactional leadership theory would also be discussed for inferences. The 

search for and identification of behaviours that increase a leader’s effectiveness has been a 

major concern of leaders and leadership, and organizational productivity researchers for the 

past several decades. Traditional views of leadership effectiveness had focused primarily, 

although not exclusively, on what Burns (1978) and Bass (1990) called transactional leadership 

behaviours founded on an exchange process in which the leader provides rewards in return for 

the subordinate’s effort. Transformational leadership which is the focus of this research adopts a 

symbolic emphasis on commitment to a team vision, emotional engagement, and fulfillment of 

higher-order needs such as meaningful professional impact or desires to engage in 

breakthrough achievements (Pearce 2004). Transformational leaders state future goals develop 

plans to achieve those goals, and innovate, even when their organization is generally successful 

(Eagly&Carli, 2003). The leadership behaviour and staff motivation could strongly serve as key 

determinants for productivity in an organisation. Research showed that people often leave 

organisations because they have not received the recognition they wanted or feedback on how 

they are fared. In line with this, Burgis (2010) also asserts that employers need to design 

employee-driven motivation programmes for their staff so as to ensure their retention.  

 

THEORETICAL FRAMEWORK 

Productivity 

Productivity is a measure of the effective use of resources usually expressed as the ratio of 

output to input (Stevenson 2005:47). According to Perera (2007:14), productivity is the ratio of 

the value of a product or service to the customer over the cost of resources used to produce 

that product or service.    
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Productivity in the Service Sector 

The increased importance of service industries over the last two decades and current concern 

over productivity growth has stimulated interest in productivity measures for this expanding 

sector of the economy. The growth of the service economy presents special challenges for 

productivity analysts; output is often difficult to quantify, and measurement of labour input 

requires great care. The service sector encompasses the major industry groupings of trade, 

finance, insurance, communications, public utilities, transportation, education, health, and 

government, as well as business and personal services. It accounts for almost three-quarters of 

employment and provides the greatest potential as well as some of the greatest difficulties for 

developing productivity measures (Triplet& Bosworth 2000, Jerome 1982).  

 

Problems of Measuring Productivity in the Service Sector 

In many ways, the problems of measuring output in the service industries are similar to those of 

measuring output in the goods-producing industries. That is, the output indicator must be 

quantifiable and independent of the input measures. If an output measure for an activity is 

based on an input measure, as is the case in some instances in the national accounts, 

obviously no change in productivity can be ascertained. In the case of general government for 

example, output in the national income and product accounts is measured in terms of 

compensation of government employees. The deflated or constant-money measure is derived 

from changes in employment. Hence, changes in the output measure are closely related to 

changes in the input measure. Triplet & Bosworth (2000)and Jerome (1982) further explained 

that it is also important to distinguish between intermediate and final services. In productivity 

measurement, there is an attempt to ensure that the indicators represent output flowing from the 

industry being measured rather than intermediate steps in the service flow. In this sense, 

productivity measurement differs from work measurement, which generally refers to the analysis 

of the operation of an activity and the labour requirements at each intermediate stage. 

Productivity measurement refers only to the final service and its relationship to input. In the case 

of an organization or an industry providing one type of service, output is merely a count of the 

units of this service. In the more usual case of an industry producing a number of 

heterogeneous services, the various units must be expressed in some common basis for 

aggregation. For example, the output of franchised new-car dealerships should be a 

combination of the number of cars sold and the repair activities of the dealers with appropriate 

weighting. To obtain a productivity measure that is an average of the changes of individual 

components, the appropriate weights for combining the various elements in the output measure 
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are in terms of their factor input requirements. In a labour productivity measure, the weights are 

unit labour requirements (Triplet& Bosworth, 2000;Jerome (1982).   

 

THE CONCEPT OF LEADERSHIP 

There are lots of definitions and interpretations for the term leadership. Mullins (2002) defines 

leadership as a relationship through which one person influences the behaviour or actions of 

other people. Johnson et al (2008) also defined leadership as the process of influencing an 

organization or groups within an organisation in its efforts towards achieving a goal. Leadership 

has an ontological nature in an organisation. Thus, there is no overall agreement of how the 

concepts of leadership must be defined. Different leadership discourses give more emphasis to 

some leadership issues than the others. Yuki (2002) states that most definitions of leadership 

reflect on a social influence process whereby intentional influence is exerted by one person over 

other people to structure the activities and relationships in a group or organisation. A slightly 

different definition provided by Smircich and Morgan (1982) highlighted the active involvement 

of followers in allowing leaders to take on their influential role. As revealed, leadership is an 

obligation or perceived right on the part of certain individuals to define the reality of others. In 

this definition, the authors put more emphasis on followership rather than leadership. 

Traditionally, leadership has been associated with individual skills, characteristics and personal 

qualities in the leader. A more recent view of leadership is that it is not an isolated activity 

invested in a single person, but rather a variety of people contributing to effective leadership. 

 

The Nature of Leadership Styles in Organisations 

Bass (1990) describes both the transformational and transactional leaders as leaders who 

actively intervene and try to prevent problems, although they use different approaches. When 

researching into these two active forms of leadership, one finds that they are often contrasted 

with the third style of leadership, called laissez-faire leadership. Bass (1990) describes the 

laissez-faire leader as an extreme passive leader who is reluctant to influence subordinates’ 

considerable freedom, to the point of abdicating his/her responsibilities. In a sense, this 

extremely passive type of leadership indicates an absence of leadership. Bass (1990) believes 

that organisations are subject to constant change as internal goals and external circumstances 

undergo transformation. The situational leadership theory suggests that there is no single 

leadership style that is consistently effective. He concludes by asserting that the best leadership 

style is one which adapts to changing contexts. Situational leadership can involve utilizing 

different skills, approaches and tools at different stages, such as an employee survey to obtain 

feedback or training to focus on new areas of expansion. Murphy &Ensher (2008) looks at 
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leadership in various forms including the servant leader, the autocrat, laissez-faire, participatory, 

coach and transformative leaders. The servant leadership style views the leader as an individual 

who serves the group rather than an authoritative figure who commands behaviour. The servant 

leader is interested in building authority through consensus rather than legitimacy. As such he 

or she is a point of decision- making rather than the decision maker himself. He asserts that the 

servant leader listens carefully to employees and other members of the group and is persuasive 

rather than authoritative. He or she is more of a steward than an owner of authority. Managers 

can make use of some of the strengths of this leadership style for everyday use. Business 

owners can adopt some of the “soft” approaches into their own leadership styles, such as 

building consensus, involving employees, and creating effective teams through empathy and 

involvement. According to Murphy & Ensher (2008) the autocratic style tends to lean towards 

coerciveness and unilateral authority. Communication is usually one way. The autocratic style is 

very effective in crisis situations and emergencies when clear directions and absolute authority 

is essential to motivate teams and organisations into a quick response. Using this leadership 

style over a long term can create employee-employer tension, perceptions of unfair workplace 

practices, and it stifles creativity and flexibility. Transformative leadership is directed to bring a 

significant or complete change to individuals, a work process, teams, culture, an entire 

organisation, or a fundamental aspect of an organisation. Transformative leaders bring 

employees on to the new strategy or goal and motivate them to achieve the desired change. An 

essential characteristic of this leadership style is being able to communicate the new vision and 

encourage people to change quickly.  

 

MOTIVATIONAL FACTORS AND PRODUCTIVITY 

Hertzberg (1959) presented a two – factor theory, which looks at motivators and hygiene and 

proposed that job satisfaction and dissatisfaction appeared to be caused by two sets of different 

factors. The presence of motivators in the workplace caused enduring states of motivation in 

employees but their absence did not lead to dissatisfaction. Hygiene on the other hand 

produced an acceptable working environment but did not increase satisfaction – their absence 

did however cause job dissatisfaction. Hoffman & Junes (2005) asserted that motivation should 

not be thought of as the only explanation of behaviour because it interacts with and acts in 

conjunction with other mediating processes and with the environment. He further argued that 

like the other cognitive process, motivation cannot be seen and that all that can be seen is 

behaviour, and this should not be equated to causes of behaviour. While recognizing the central 

role of motivation, Ayeni and Popoola (2007) also stated that many recent theories of 

organizational behaviour find it important for the field to re-emphasize behaviour. According to 
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Chowdbury (2007) motivation as human psychological characteristics that contribute to a 

person's degree of commitment It includes the factors that cause, channel, and sustain human 

behaviour in a particular committed direction. He also asserts that there are basic assumptions 

of motivation practices by managers which must be understood. Firstly, motivation is commonly 

assumed to be a good thing and one cannot feel very good about oneself if one is not 

motivated. Secondly, motivation is one of several factors that go into a person's performance. 

Factors such as ability, resources, and conditions under which one performs are also important. 

Thirdly, managers and researchers alike assume that motivation is in short supply and in need 

of periodic replenishment. Fourthly, motivation is a tool with which managers can use in 

organizations and if managers know what drives the people working for them, they can tailor job 

assignments and rewards to be attractive. 

 

METHODOLOGY 

Research Design 

The study adopted both qualitative and quantitative approaches, and also employed the 

comparative case study methodology. The study focused on the phenomenon of productivity in 

public sector organizations and the role of leadership expressed through the perspective and 

perceptions of personnel within the two organizations, Volta River Authority (VRA) and Wa 

Municipal Hospital (WMH). Empirical materials, such as grounded theory procedures, surveys 

observation were used. Interviews, relevant brochures and questionnaires were also employed 

for data collection and analysis. The survey was cross- sectional. In-depth interviews and 

questionnaire were used as the main instruments of the study. The questionnaire was 

structured, using the Likert-scale questionnaire base on five sub-scales:  

(1) Rarely or very seldom do what is described in the statement. 

(2) Once in a while do what is described.  

(3) Sometimes do what is described.  

(4) Fairly often do what is described. 

(5) Very frequently or almost always do what is described in the statement. 

The target population of this study eighty-five(85) comprising forty-one (41)staff of VRA:  

leadership team, which was made up of top and middle level management personnel including 

Regional Manager, Accountants, Maintenance Managers, and Customer Relations Managers 

and other staff members. And forty-four (44) staff: Senior Medical Officers, Medical Officers and 

other staff members, such as Accountants and Senior Nursing Officers of Wa Municipal 

Hospital. This made the comparison of leadership practices and effectiveness in both 

organizations possible.  

http://ijecm.co.uk/


© Aikins, Wulnye, Ibrahim & Gbegble 

Licensed under Creative Common   Page 308 

 

Sampling Technique and Sample Size 

According to Stangor (2011), sampling refers to the selection of people to participate in a 

research project, usually with a goal of being able to use these people to make inferences about 

a larger group of individuals. And since it is most at times cumbersome to test all the individuals 

in a given population, there is the need to have a good size to warrant statistical analysis 

(Tannor, 2011). This informed the choice of relying on sampling techniques in this study. 

Both purposive sampling and simple random sampling techniques were employed. 

According to Palys (2008), purposive sampling is a non-probability sample that is selected 

based on characteristics of a population and the objective of the study. This allows for the 

selection of subjects who are more likely to provide the right information for the study. Hence, all 

management staff of (VRA) and (WMH) at various leadership positions were selected for the 

study since the research was about leadership enhancement. On the other hand, the selection 

of other staff members from the two organisations was also carried out using simple random 

sampling technique. Simple random sampling is a probability sampling technique which involves 

the selection of a sample at random from the sampling frame (Saunders, et al, 2007). The 

sample size for the study was determined using the Slovin Formula stated below:  

 

n =    N  

     1+ Ne2  

Where: 

n= sample size  

N= population size  

e=significance level in percentage of error that is allowed is five (5) percent  

 

Volta River Authority (VRA) Wa Municipal Hospital (WMH) 

              41                    = 37.188           

        1+ 41(0.05)2  

           44                      =  39.63 

    1+ 44(0.05)2 

      

Therefore:  37 staff from VRA and 39 staff of WMH were selected for the entire study. 

 

Sources of Data  

Both primary and secondary sources of data were used for the study. The primary data were 

extracted from questionnaire, personal observations and personal interviews. The main 

advantage of primary data is that they are good at explaining “what is going on” in particular 

social situations Saunders et al (2007). Secondary data on the other hand were obtained from 



International Journal of Economics, Commerce and Management, United Kingdom 

 

Licensed under Creative Common   Page 309 

 

textbooks, journals, magazines, and websites. The main advantage of using this secondary data 

was the enormous saving of resources in particular time. In general it is less expensive to use 

secondary data than to collect fresh data. It is often useful to compare data collected with 

secondary data Saunders et al (2007).   

  

Data Analysis   

The data were analyzed using descriptive statistics. These include frequency distribution and 

percentages. These methods were chosen because they provide better interpretation and 

understanding of the data. The statistical tools employed for analysis of the data were Wilcoxon 

Rank Sum test and Kruskal-Wallis test. These tools are most appropriate because of the 

comparative nature of the study of two or more variables. 

 

RESULTS AND DISCUSSION 

This section presents the responses received and provides a critical analysis regarding the 

leadership influences on improving productivity in the two institutions, Volta River Authority, Wa 

and Wa Municipal Hospital. Responses received were all nominal in nature so a code book was 

prepared using a 5-point Likert scale. Comparative analyses were carried out, where responses 

given by the leaders were compared with those from the subordinates. The entire findings from 

one institution were then compared to that of the second institution to identify the similarities and 

differences. The analyses were grouped into eight thematic areas based on the objectives. The 

content of the responses was first analyzed to find out those in favour of a variable so that the 

general trend could be established. An advance statistical tool of Kruskal-Wallis test was then 

used to determine the general perception of leaders and subordinates about leadership 

influences in an organization. Findings for one institution were then compared with those of the 

other. The work was organized under various sub-headings as follows:    

 

Produce Appropriate Role Models 

Here, the study sought to find out, if management in public sector organizations do present 

themselves as appropriate role models for their subordinates. 

 

Table 1: Kruskal-Wallis Test for Role Modeling In V.R.A – Wa 

 Group  Rank Sum Observations 

LDOING 1892 37 

MODEL  2249.5 37 

EXAMPLE  2074.5 37 
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H Stat    1.6673 

Df       2 

P-Value    0.4345 

Chi-Squared Critical    5.9915 

  

The hypothesis is thus;  

Ho: All the people are saying concerning the three points describing role model played by 

management are the same. 

H1: All that they are saying about role model played by management in all the three points differ. 

 

The p – value here is 0.4345 and this being greater than 0.05 meaning an acceptance of the 

null hypothesis. It could be concluded that in V.R.A while leaders are divided over how 

frequently they lead by "doing” that is leading by providing good model as an example for 

others, the subordinates were strictly of the opinion that leaders did fairly often in this regard. 

The results from the Wa Municipal Hospital were in sharp contrast with the findings in the Volta 

River Authority, Wa. Here while leaders rated themselves fairly often, subordinates views were 

divided. 

 

Table 2: Kruskal-Wallis Test for Role Modeling in Wa Municipal Hospital 

             Group  Rank Sum Observations 

LDOING 2316 39 

MODEL  2174.5 39 

EXAMPLE  2412.5 39 

H Stat  
 

0.7266 

Df 
 

2 

P-Value  
 

0.7266 

Chi-Squared Critical  
 

5.9915 

 

It could also be seen that uniformity exists in the responses concerning Wa Municipal Hospital. 

Leaders said that they sometimes produce appropriate model for leading their subordinates by 

way of "doing" rather than "telling" as an example for others to follow. The subordinates were 

divided over the issue in question. 

 

 

 

Table 1... 
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High Performance Expectation 

Following the intention to find out the influence of leadership in improving productivity in public 

sector organizations in Ghana, this section present the analysis of the responses received about 

the measure of leadership’s quest for high performance among workers.  

 

Table 3: Kruskal –Wallis Test for High Performance Expectation in V.R.A –Wa 

Group  Rank Sum Observations 

Expect 2070.5 37 

Insist 2389.5 37 

Nsettle 1756 37 

H Stat 
 

5.2349 

Df 
 

2 

P-Value  
 

0.073 

Chi-Squared Critical  
 

5.9915 

 

The significance value of 0.073 is greater than 0.05, hence the conclusion that V.R.A Wa 

workers unanimously accepted that leadership's quest for high performance could be judged by 

its continuous desire to have others do more or insisting on the best at all cost or refusal to 

condone mediocrity from workers. The story was not different in the Wa Municipal Hospital. 

 

Table 4: Kruskal-Wallis Test for High Performance Expectation in Wa Municipal Hospital 

Group  Rank Sum Observations 

Expect 2257.5 39 

Insist 2502.5 39 

Nsettle 2143 39 

H Stat  5.2349 

Df  2 

P-Value   0.073 

Chi-Squared Critical   5.9915 

 

It could be observed that the p – value of 0.4716 is greater than 0.05 and similar conclusion 

could be drawn as in Table 3 concerning High Performance Expectation in V.R.A Wa. 

 

Individual Support 

Leadership’s relation with workers on individual basis was assessed. It is believed that inter-

personal relationship between leadership and subordinates is crucial in affecting productivity at 
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work. Negative statements were used as an indicator, and so it was expected that a high rate 

answer, means leadership might not been doing well in that regard and vice versa. 

 

Table 5: Kruskal-Wallis Test for Individual Support in V.R.A –Wa 

Group  Rank Sum Observations 

ACT 2431.5 37 

RESPECT 3352.5 37 

BEHAVE 3189 37 

TREATS 2053 16.8076 

H Stat 
 

3 

P-Value  
 

0.0008 

Chi-Squared Critical  
 

7.8147 

 

It could be seen from table 5 that, the V.R.A.Wa, test was highly significant. The p – value of 

0.0008 was far smaller than 0.05 implying that all four points were rated independently. 

 

Table 6: Kruskal –Wallis Test for Individual Support in Wa Municipal Hospital 

Group  Rank Sum Observations 

ACT 2418 39 

RESPECT 3874.5 39 

BEHAVE 3833 39 

TREATS 2120.5 32.1079 

H Stat 
 

3 

P-Value  
 

0 

Chi-Squared Critical  
 

7.8147 

  

It was discovered that Wa Municipal Hospital and Volta River Authority, Wa had the same 

result: the significance value was (zero) and this suggests the same conclusion. Answers to the 

questions were independently made in the two institutions. This is to say that although 

respondents were considered differently, they responded in the same line. 

 

Transactional Leadership Behaviour 

Transactional leadership behavior was the next factor with which to measure the influence of 

leadership on improving productivity in Volta  River Authority  and Wa Municipal Hospital. Here, 

eleven different criteria were set for respondents to rate leadership on a five – point scale. The 

expectation was to find out if leadership always gives positive feedback when others perform 
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well, give special recognition when others' work is very good, commend others when they do a 

better – than – average job or personally compliment others when they do outstanding work. 

Other criteria are whether leadership does not acknowledge the good performance of others, 

sets up a behaviorally focused reward system, establishes competent advisory staff unit, or 

increases professionalism of employees by way of training, workshops, and seminars. The rest 

were to find out, whether leadership compliments people on their past accomplishment before 

asking them to do another, establishes group – goals – setting and peer performance appraisal 

or do emphasize experience and ability in selecting employees and give employees more 

training. It would be of interest to first find out if respondent's ratings do in any way suggest that 

all the eleven points are influencing productivity in the same direction or are differently viewed in 

the context of transactional leadership behavior. The test used to reveal this is the Kruskal – 

Wallis test. 

 

Table 7: Kruskal-Wallis Test for Transactional Leader Behavior in V.R.A Wa 

Group  Rank Sum Observations 

POSITIVE  9675.5 37 

RECOGNITION  7926.5 37 

COMMENDS  7980.5 37 

COMPLIMENTS  8918.5 37 

DACKNO  5519.5 37 

FOCUSED  5922.5 37 

ADVISORY  6325 37 

TRAINING  8171.5 37 

PAST  7799 37 

ESTABLISH  6555.5 37 

EMPHASIZE  8234 37 

H Stat  32.9977 

Df     10 

p-value  0.0003 

chi-squared Critical  18.307 
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Table 8: Kruskal-Wallis Test for Transactional Leader Behavior in Wa Municipal Hospital 

Group  Rank Sum Observations 

POSITIVE 10472 39 

RECOGNITION 10423.3 39 

COMMENDS 10248.5 39 

COMPLIMENTS 10269.5 39 

DACKNO 10269.5 39 

FOCUSED 6799 39 

ADVISORY 6455.5 39 

TRAINNG 8634.5 39 

PAST 9096 39 

ESTABLISH 8171 39 

H STAT 
 

68.3778 

Df 
 

10 

P – VALUE 
 

0 

CHI-SQUARED CRITICAL 
 

18.307 

  

Tables 7 and 8 revealed that the test was highly significant with significant values of 0.0003 and 

0(zero) respectively, which call for the rejection of the null hypothesis that the variables, or in 

this case, the eleven criteria were the same. The alternate hypothesis established that they 

were differently viewed or scaled, which again implies that rating of the various points was done 

independently. Nonetheless, a critical look at the rank sums on the upper part of the two tables 

above could show that some variables were near equal sum.  

 

Definition of Productivity at the Work Place  

Improvement in productivity at work depends on how workers perceive productivity at their work 

place. This perception in productivity is part of the institutions' mission statement and core role 

in society. By this, all workers are made to adhere to and support for maximum output. So it is 

important how workers perceive productivity. Hence, the respondents were asked to indicate 

how productivity is defined in their respective work places. This was to provide a clue whether 

individuals had different definitions for productivity at work places. Nine standard definitions for 

productivity were provided;  

 Productivity is a measure of effective use of resource (Stevenson 2005)  

 Productivity is the ratio of the value of a product or service over the cost of resources  

 Productivity is the value of quality of output that produced by specified level of input.  
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 Productivity is an attitude of the mind that seeks improvement of continuous settlement.  

 Productivity is an everlasting effort that adopts economic activities to ever changing 

condition.  

 Productivity is a firm belief in the progress of human beings 

 Productivity is an index that measures output (goods & services) relative to the input.  

 Productivity denotes efficiency and profitability.  

 Productivity is the result or the sum of all efforts that it takes to deliver goods or services.  

 

The Kruskal – Wallis Test for the responses were provided for the two institutions with the 

hypothesis: 

Ho: All the people have the same definition for productivity at work  

H1: People have different or individual definition for productivity at work 

 

Table 9: definition of productivity in V.R.A. –Wa 

Group  Rank Sum Observations 

DEFINITION 1 6771 37 

DEFINITION 2 6105 37 

DEFINITION 3 6937.5 37 

DEFINITION 4 5272.5 37 

DEFINITION 5 5106 37 

DEFINITION 6 4939.5 37 

DEFINITION 7 7104 37 

DEFINITION 8 6438 37 

DEFINITION 9 6937.5 37 

H Stat 
 

17.3174 

Df 
 

8 

P – Value 
 

0.027 

Chi- Squared Critical 
 

15.5673 

  

Table 10: Definition of Productivity in Wa Municipal Hospital 

Group  Rank Sum Observations 

DEFINITION 1 7078.5 39 

DEFINITION 2 5674.5 39 

DEFINITION 3 8482.5 39 

DEFINITION 4 5323 39 

DEFINITION 5 5850 39 Table 10... 
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DEFINITION 6 6727.5 39 

DEFINITION 7 7429.5 39 

DEFINITION 8 7078.5 39 

DEFINITION 9 8131.5 39 

H Stat 
 

23.5909 

Df 
 

8 

P – Value 
 

0.0027 

Chi- Squared Critical 
 

15.5073 

 

From tables 9 and 10 above, the p – values for V.R.A WA and Wa Municipal Hospital obtained 

were 0.027 and 0.0027 respectively. This suggests that the test performed was quite significant 

for V.R.A Wa and very significant for the Wa Municipal Hospital. The null hypothesis in each 

case was therefore rejected. Conclusions drawn about the definitions claimed by the 

respondents on how productivity was perceived at the work place varied and differ for each 

individual. However, it must not go unnoticed that the situation is better at V.R.A Wa than in Wa 

Municipal Hospital. Could this be a recipe for differences in setting goals towards maximum 

productivity at work? 

 

CONCLUSION  

The focus of this work was to assess the impact of leadership on productivity in service sector. 

From the interviews and analyses made, it was found out that the influence of leadership as a 

recipe to enhance productivity at work could not be relegated to the background. Key findings 

that emerged were;  

Leadership in both institutions had a clear understanding of the way forward, goals and 

plans are developed frequently and that management of each of the two institutions had the 

ability to articulate their vision in the direction of well thought plans for the future which inspires 

others to be committed to the visions of the institutions. However it was discovered that they do 

not always explore new opportunities for their organizations.  In providing appropriate model for 

subordinates to follow, it came to light that in Volta River Authority (VRA) Wa, while leaders 

were divided over how frequent they lead by "doing"(leadership by providing good model as an 

example for others), the subordinates are strictly of the opinion that leaders do fairly well in this 

regard. In the Wa Municipal Hospital, leaders said they sometimes  produce appropriate model 

for leading their subordinates by way of "doing" rather than "telling" as an example to others to 

follow. However, the subordinates were divided over the issue in question. Thus, the institutions 

differ in the opinion concerning leadership's ability to lead by example.  
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The leadership of both institutions were also seen to be very collaborative among group 

employees, encouraging employees to be team players, get people to work together for the 

same goal and develop a team attitude and spirit among employees all in a bit to foster 

acceptance of goals among workers.  Workers in Volta River Authority (VRA) Wa, and the Wa 

Municipal Hospital unanimously accepted that leadership's quest for high performance could be 

judged by its continuous desire to have others do more or insisting on the best, or refuse to 

condone mediocrity from workers. Most leaders in Volta River Authority (VRA) Wa, said they 

quite often act without considering the feelings of others but their subordinates said leadership 

rarely, do that.  

In both organizations, leaders and subordinates thought that respect for personal 

feelings was necessary, but leaders in Volta River Authority(VRA) said they quite frequently 

ignored it while leaders in the Wa Municipal Hospital said they consider those feelings as well. 

Mixed responses were received from leaders in Volta River Authority (VRA) Wa, and 

subordinates in Wa Municipal Hospital concerning leadership's behavior towards the personal 

needs of others. From leaders in Wa Municipal Hospital and subordinates in Volta River 

Authority (VRA), leadership fairly behaved in a manner thoughtful of the personal needs of 

others.  Concerning acts that go a long way to affect the personal feelings of others, leaders in 

Volta River Authority(VRA) Wa, subordinates in Wa Municipal Hospital and to some extent, 

leaders in the Hospital were divided over the issue and could not be very emphatic as to 

whether leadership was guilty or not. Subordinates in Volta River Authority (VRA), however said 

that leaders once in a while treated others without considering their personal feelings.  It was 

also revealed from the two institutions that leadership frequently succeed in challenging others 

to think about old problems in a new way and by so doing, it is likely to be doing well it prompts 

others to think, stimulating people to rethink the way they do things. This enables them to do 

well in instituting ideas that challenge others to re-examine some of their basic assumptions 

about work. Leaders in Volta River Authority were divided in their response whereas their 

subordinates, as well as workers in Wa Municipal Hospital, were of the strong view that 

leadership does well in giving special recognition when work is very good and also commend 

others when they do a better – than – average job.   

All categories of workers in the two institutions were not sure of how frequent leadership 

set up a behaviorally focused reward systems such as empowerment, job enrichment, and also 

increased professionalism of employees by way of training, workshops or seminars.  Leaders in 

Volta River Authority (VRA) gave a mixed feeling, but all others said productivity was influenced 

frequently by leadership ability to establishing group – goals – setting and peer performance 

appraisal and also emphasizing experience and ability in selecting employees for more training.  
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Workers in the two institutions said leadership did influence productivity fairly by giving positive 

feedbacks when others perform well. Mixed responses were received from leaders in Volta 

River Authority (VRA) but their subordinates said leadership frequently compliments others 

personally when they do outstanding work. Leaders in Wa Municipal Hospital said they didthe 

same thing while their subordinates were quite divided over the issue. Both leaders and 

subordinates in Volta River Authority (VRA) said they rarely acknowledged the good 

performance of others.  

For how often leadership establishes competent advisory staff unit, leaders in Volta 

River Authority (VRA) said that it was not done often, but subordinates had mixed feeling. 

Lastly, divided responses were also received from both leaders and subordinates of Volta River 

Authority (VRA). However, leaders of Wa Municipal Hospital were sure that they frequently do 

compliment people on their past accomplishment before asking them to do another but their 

subordinates also presented divided opinion over the same issue.   

In summary, the research revealed that leadership does have some level of influence on 

productivity in organizations. The study also established that leadership’s role in the attainment 

of high productivity in the public sector organizations is crucial.  

 

RECOMMENDATIONS 

Based on the findings, the following recommendations were made: 

 Leaders in the two institutions should consider their actions carefully for improved 

productivity, since subordinates viewed and interpreted the leaders’ actions differently.  

 People tend to be more loyal if they are a part of a united and focused team. The 

employees that do not feel part of the team also lacked motivation and drive. Therefore 

employees should be empowered, trained and supported to become more productive. 

 That although transactional leadership style is more appropriate in enhancing 

productivity, service industries should adopt transactional leadership style but should not 

forget to strategize and inculcate transformational leadership style as their organisations 

develop, grow and mature. 

 

LIMITATIONS OF THE STUDY 

 The study of leadership factor for enhancing productivity in the chosen Public Service 

organizations mainly dwelled on transformational and transactional leadership theories. 

The main motive was that the researchers wanted managers to inspire and energize 

subordinates to solve problems and improve performance of their organization and not 
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on just their personal gain. Hence other leadership theories; such as behavioral theories, 

trait theories and charismatic theory were not focused. 

 The research work was also limited to only two public utility service organizations in the 

Wa Municipality of the Upper West Region of Ghana. 

 The research findings were also limited to leadership conditions gathered from the 

opinion of the two service organizations between April 2016 and September 2016. 

 Hence by performing different studies under the same leadership factors for enhancing 

productivity nationwide/ or on Private Sector, or on any other industry’s leadership 

effectiveness might be more deeply analyzed. 
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