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Management in Africa is under researched by scholars both within and outside of the continent. As a 
result, nowhere is management research-practice gap so wide than in Africa. This paper aims to assess 
the management research practices and challenges in selected Ethiopian higher education institutions 
(HEIs) and contributes to the improvement of management research practice in general. The study 
employed qualitative approach and a descriptive case study designed to assess management research 
practices in 7 selected public and private higher institutions in Addis Ababa. The study result indicated 
that the status of management research and publication in these institutions is limited and lack focus. 
There is only once a year call for papers and publishing of proceedings. The themes were selected by 
research coordinators or committees often without consultation with staffs and other stakeholders. 
There are lacks of genuine commitment from the institutions; rather they face saving activities made to 
meet the minimum standards for the renewal of their licenses. The major challenges were shortage of 
finance, staff competency deficiencies and lack of commitment, absence of research culture, lack of 
incentives and encouragements, and lack of involvement and engagement of key stakeholders in the 
research process. Hence, to improve their visibility, their staff and education quality HEIs are 
recommended to establish their research program through involvement of internal and external 
stakeholders in the research process from identification of research areas to the use of the results, 
develop research competency of their staff, provide incentives, and promote research culture.  
 
Key words: Management research, research program, research stakeholders’ involvement, challenges, 
business schools, higher education institutions. 

 
 
INTRODUCTION  
 
Business schools should actively engage in research as 
part   of     their    business    education    programs.  This 

responsibility emanates from the nature of management 
itself,  the  business  schools  objectives  and the multiple
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stakeholders they have to serve, and the national 
contexts among others. Business school’s primary duty is 
to serve its stakeholders and the industries by providing 
state of the art knowledge in business areas within the 
national context.  

Management as a discipline is both science and art 
(Koontz and Weihrich, 2007). It has a body of knowledge 
with theories and empirical literature that supports them 
(Gill and Johnson, 2002). This body of knowledge is often 
criticised as mainly developed based on the western 
contexts (Hofstede, 1993; Tsui, 2006; Tsang, 2008; 
Akpor-Robaro, 2018; Zoogah and Nkomo, 2013; Zoogah 
et al., 2015) which may not effectively explain the 
contexts of other parts of the world. As an art, it is a 
practice that involves evidence based problem solving 
and decision making (Gill and Johnson, 2002; Meyer, 
2006). The available body of knowledge based on 
researches in the west may not be applied as it is, 
without some research to critically adapt it to the reality or 
context of African countries (Hofstede, 1993; Tsui, 2006; 
Tsang, 2008; Akpor-Robaro, 2018; Zoogah and Nkomo, 
2013; Zoogah et al., 2015). In this regard, Bennett (1983) 
noted that management research builds on practice, 
draws from it, and the ultimate criterion of its 
effectiveness is in the practical application of research 
results. 

Business schools’ responsibility for research also 
emanates from their obligation to their multiple 
stakeholders – the students, the business practitioners, 
and the academics (Trieschmann et al., 2000). To satisfy 
these stakeholders, business schools have as their 
objectives producing capable and competent managers 
by providing high quality education, and carrying out 
research to contribute to knowledge, to critically adapt the 
management theories, and contribute to the improvement 
of management practices of the country (Trieschmann et 
al., 2000; Pfeffer and Fong, 2002; Cassell and Lee, 
2011). Achieving these objectives requires designing 
relevant curriculum based on the situation of the 
changing business environment, exploiting the existing 
research and carrying out application oriented research 
and using them in the education process, and linking 
education to practice. They should produce research that 
guides practitioners and contributes to the improvement 
of management practice, and develop graduates who are 
capable of carrying out research and solve problems 
based on evidences (Pfeffer and Fong, 2002; Mintzberg, 
2004; Gill and Johnson, 2002).  

Nevertheless, in spite of business education becoming 
big business and MBA becoming a popular degree, 
business schools have been criticised for achieving 
neither of these objectives (Mintzberg, 2004). They are 
criticised for selling MBA certificates, producing 
graduates with little or no capacity to improve 
performance, providing education that has little effect on 
their career success and producing research that has 
little impact on managerial  practices  (Pfeffer  and  Fong,  
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2002; Mintzberg, 2004; George, 2015). These are critics 
of the business schools in the west which exploit the 
research results developed in their own context and 
which have academic staffs highly skilled in both teaching 
and research, and have adequate capacity and resources 
to exploit the existing research and explore knowledge to 
develop new theories. 

In Africa, the criticism of these business schools is 
much more in that they are not designing and adapting 
their curriculum to the changing national, regional, and 
global business landscape. They are copying and using 
theories and studies developed in the west without 
carrying out research to critically adapt them (Akpor-
Robaro, 2018), use staffs who lack research skills, 
commitment and motivation for research (Zoogah et al., 
2015).  

Furthermore, management in Africa is under 
researched by both researchers from outside in the west 
and elsewhere, and the academics residing in the 
business schools (George, 2015; Zoogah and Nkomo, 
2012; Nkomo et al., 2015). For instance, recent review of 
management or business research shows that only 2% of 
the management research on management in Africa 
comes from researchers in Africa (DeGhetto et al., 2016).  

Therefore, owing to the dearth of research on Africa 
(Nkomo et al., 2015), and recent rise of Africa, there is a 
growing interest and call for management research on 
Africa (George, 2015). Above all, the call for research on 
management for the academics and business schools 
emanates from the need to contributing to management 
practice improvement. In this regard, a recent article by 
DeGhetto et al. (2016) calls for management research in 
Africa to contribute to and realize Africa’s vision of 2063. 
They emphasised that Agenda 2063 needs to use 
relevant management theories, tools and techniques 
(DeGhetto et al., 2016) and these have to be developed 
and or adapted through research. Even within Africa, due 
to the differences in national contexts of research like 
resources, institutions, research culture, etc. the status of 
management research differs. For instance, in South 
Africa there is an active management research as 
compared to other African countries (Zoogah et al., 
2015).  

However, to the contrary of this indispensable role, our 
academic institutions, in as much as the knowledge of the 
researchers is concerned, did not seem to be up to their 
role. This has direct impact on their teaching, training and 
consultancy services quality, on the quality of their 
academic staff, their capacity development and their 
visibility or reputation as learning institution. Hence, the 
researchers have undertaken this study to assess the 
management research practices of selected academic 
institutions, identify their status, and challenges 
hampering their research endeavour. The findings of this 
study will contribute to the improvement of the research 
practices of business schools by indicating how research 
programs will be established and managed. 
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LITERATURE REVIEW 
 
Management education and practice gap 
 
Management as a discipline has both a body of 
knowledge and practice (Bartunek, 2007; Boyer, 1990; 
Van de Ven, 2007). The body of knowledge represents 
the management theories and empirical studies to test 
these theories, both of which are outputs of management 
research. Management is also a practice that aims to 
improve organizational effectiveness (Dia, 1996; Zoogah 
and Nkomo, 2012). This will also lead us to unresolved 
debate of rigour versus relevance debate of management 
research (Maclean et al., 2002; Fincham and Clark, 
2009). According to Bennett (1983), management 
research builds on practice, draws from it, and the 
ultimate criterion of its effectiveness is in the practical 
application of research results. This also implies the need 
for network and relationship between academics and 
practitioners to improve the management practice and 
organizational effectiveness. 

Nevertheless, the first major challenge of management 
research is that there is lack of linkages between these 
domains of management or there is research and 
practice gap (Van de Ven, 2007; George, 2015). Due to 
this, different scholars criticise the business schools 
research for having little contribution to the management 
practice (Pfeffer and Fong, 2002; Van de Ven, 2007). In 
this era of impact factor, the academics in the business 
schools are criticised for being detached from the reality 
of management practice and carrying out research for the 
sake of academics with leap service to implication for 
practice (Doh, 2010). This has led to the critics of the 
business schools not only for their self-fulfilling prophesy 
of rigour at the expense of practice on research but also 
on the effectiveness of MBA education and lack of 
significant linkage between education and practice, and 
for producing graduates who lack critical thinking, 
reflection, and problem solving skills to improve practice 
(Pfeffer and Fong, 2002; Mintzberg, 2004; Cassell and 
Lee, 2011).  

In line with the above line of argument, George (2015) 
noted that as an applied field, the emphasis on theory 
with disregard to the context of management practice 
presents a challenge for progress both as a scholarly 
domain and for credibility in what we teach and how we 
consult, or how we effect positive social change. 
Furthermore, the management theories and related 
empirical researches are mainly based on western 
culture and business contexts. If not critically adapted 
through application research, they may not guide the 
practice of the developing countries management 
(Hofstede, 1993; Akpor-Robaro, 2018). Besides 
application research, context based theory development 
and testing to guide context specific problem solving is 
also now accepted as additional approach of advancing 
management  as  a  field  of  study  (White,  2002; Leung,  

 
 
 
 
2009; Prichard et al., 2007). Therefore, to be effective as 
a field of study, management and management research 
should be based on practice and takes into account the 
context within which the practice of management 
happens (George, 2015; Tsui, 2013; Akpor-Robaro, 
2018). Management research should serve the 
academics and practice, the academicians, the 
practitioners, the students, the industry and the society. 
Indeed it should take the needs of society and national 
agendas into account (Cassell and Lee, 2011; George, 
2015; Thomas and Wilson, 2010). 

As a remedy for this, research, education, and practice 
gap; the collaboration of the academics with the 
practitioners in the research process starting from 
identification of research agenda to the use of the result 
is recommended by a number of researches (George, 
2015). This collaboration starts with the identification of 
research agendas that benefit the society, continues in 
conducting the research, and disseminating and using its 
results (Thorpe et al., 2011). Therefore, for the research 
to have impact, it should start with societal level impacts 
and works to realizing it with the engagement of 
stakeholders (Van de Ven, 2007). That is according to 
Aguinis et al. (2014), management research should be an 
engaged scholarship that engages all its relevant 
stakeholders. 
 
 
Challenges of management research in Africa 
 
Research in management is insignificant in developing 
countries’ higher education institutions (HEIs) due to 
various constraints and problems. Hummadi (1989) notes 
shortage of resources, shortage of trained and 
experienced researchers, lack of commitment of the 
executives, absence of well-established and supporting 
organizational structure, and absence of visiting 
exchange program between universities as the major 
challenges. 

Various reviews of literature on management in Africa 
indicated that there is little published management 
research in Africa (Nkomo et al., 2015; George, 2015; 
Mol and Stadler, 2017). This is an indication of lack of 
focus or interest into management research from 
management scholars from outside of Africa on the one 
hand and lack of visible management research in Africa 
by local management scholars and practitioners (Kan et 
al., 2015; George, 2015; Walsh, 2015). More specifically 
during the last 2-3 decades, despite the expansion of the 
management scholarship to the rest of developing world 
like Asia and Latin America, there is lack of focus on 
Africa from management scholarship in the west 
(Jackson, 2002, 2004; Zoogah et al., 2015). The reasons 
for this in strategic management research according to 
Kan et al. (2015), are lack of funds for management 
research to universities in the west and the challenges of 
getting access to data on Africa. They are of  the  opinion  



 
 
 
 
that leading scholars in the west lack adequate 
knowledge of African context and lack of secondary data, 
access to primary data, and logistics problems have 
made them little interested into management research in 
Africa.  

Nevertheless, with the last decade, economic 
development in Africa and growing interest of 
multinationals foreign direct investment, the image of 
Africa is changing from the Dark Continent to one of 
opportunity (Walsh, 2015). Along with this shift, there is a 
growing interest and a manifestation of which is an 
increasing call for research on management in Africa 
(Kan et al., 2015; George, 2015; Zoogah, 2008, Walsh, 
2015; Mol and Stadler, 2017). Despite of these repeated 
calls, the management scholarship about Africa remains 
limited. As an evidence for this, Zoogah and Nkomo 
(2013)’s review of journals published on African 
management identified that there are only four journals 
related to management in Africa in the web of science, all 
of which are from South Africa. 

Similarly, other reviews of literature on business and 
management research on Africa indicated that there are 
variations in data availability and difficulty of collecting 
data among the continent, and the focus of research 
within Africa itself varies based on the level of GDP of the 
countries. They have identified that more than 50% of the 
research is from South Africa followed by Kenya, Ghana, 
and Nigeria with share of about 10% each (George et al., 
2016; Kolk and Rivera-Santos, 2018). These indicate that 
the majority of African states are out of campus of high 
quality local and foreign researchers. Even in this limited 
focus of research on few countries, the share of articles 
published by scholars based in Africa is negligible. Some 
study puts the share of scholars from within Africa to 
approximately 2% of the authors (Acquaah et al., 2013). 

Despite of the expanding economy in Africa, its 
businesses effectiveness is handicapped by lack of 
management theories and practices that guide managers 
in their contexts (Akpor-Robaro, 2018). In the absence of 
research that critically adapts management theories to 
the context of Africa, and that develops new theory that 
helps practitioners make their organization effective, the 
attempt to follow management theories of the west does 
not help the practitioners solve managerial problems and 
make their business effective (Nkomo et al., 2015; Akpor-
Robaro, 2018).  

Furthermore, what complicates the research practice 
link in Africa is the diversity between regions in the 
context and even within countries of Africa, which implies 
that the context for theory adaptation and theory 
development is diverse to generalise with limited 
researches (George, 2015, Nokomo et al., 2015). The 
aforementioned made the task of management 
scholarship and linkages with practice much more 
complex even when compared to other parts of 
developing world (George, 2015). Therefore, 
management  research  scholars  recommend testing the  
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applicability of theories developed in the west to identify 
what also holds in Africa, adding to the empirical 
literature on this western theories by adding the 
contextual boundary conditions that need to be 
considered to use them in African context, and thirdly 
developing African own management theory based on 
African culture and context that helps managers solve 
their business problems and make them effective 
(George, 2015; Akpor-Robaro, 2018; Cheng, 1994). As a 
result, research on Africa is also hoped to inform on the 
existing theories and expand the frontier of management 
scholarship to what has not been known about different 
areas of management and the effect of unique context of 
Africa on business’ effectiveness. For instance, some 
writers note that African businesses are operating in a 
constraining environment where formal and informal 
sector operates side by side, void of institutions, 
infrastructure, conflict, weak government, etc. They are of 
the opinion that research in Africa will uncover and 
contribute new things on entrepreneurship, internal 
business, strategic management, governance, private 
sector development, etc. There is now a growing call for 
researchers from within and outside of the continent in all 
the three options of context free, contextualisation, and 
context based approaches to the development of 
management knowledge on and in Africa (George, 2015; 
Kiggundu and Lamont, 2015; Walsh, 2015; Zoogah, 
2008; Zoogah and Nkomo, 2013; Zoogah et al., 2015). 

Much more recently, there are researches and calls for 
management research for sustainability of Africa’s 
development (Honig and Acquaah, 2016; Bagire and 
Namada, 2015). More specifically, there is a call for 
research that has impact on the practice, focused on the 
societal and national agenda, and even supporting 
Africa’s vision 2063 cascaded to each nation context, 
supporting the implementation process with relevant 
management theories, models, and tools (DeGhetto et 
al., 2016; Zoogah et al., 2015; Ugwuegbu, 2001). This 
agenda’s implementation provides research opportunities 
for country specific research and cross country 
comparative study in management which can contribute 
to the implementation of the agenda and to the body of 
management knowledge (Zoogah et al., 2015). 

Furthermore, to be effective in contributing to the 
organizational effectiveness, societal and national 
development, and possibly to the advancement of 
management scholarship; management research should 
be a process that engages different stakeholders; the 
practitioners, the students, policy makers, not for profit 
institutions, etc. (Bennette, 1983; Thomas and Wilson, 
2010). The practitioners should be involved in shaping 
research agenda, partner in the research process, and 
the results of research should be disseminated to the 
users (Rousseau, 2006; Tranfield et al., 2003; Van de 
Ven, 2002; Thomas and Wilson, 2010). Researchers 
within different HEIs should also collaborate with in the 
continent  and  with  their  counterparts  in  the  west  and  



460          Afr. J. Bus. Manage. 
 
 
 
elsewhere to advance the management scholarship in 
Africa and contribute to sustaining development in Africa 
(DeGhetto et al., 2016; Zoogah et al., 2015). 
 
 

Challenges of management research in Ethiopia 
 

Business schools, management education and research 
in Ethiopia do exhibit most of the challenges of 
management research and education discussed. 
According to the education policy (MOE, 1984), research 
is one of the objectives of HEIs, business schools 
included. The policy clearly stipulates that the education 
programs should be research based to produce 
competent graduates with problem solving abilities. 
Research, education, and training programs of these 
HEIs should also be based on the development agendas 
of the country.  

Nevertheless, the academics are not yet to this national 
responsibility. There is little or no organized research 
programs and our HEI’s are weak in terms of research 
outputs (Saint, 2004). There is no linkage between 
education and practices, as the result of these graduates 
are good at theory, but lacks skills to practice and solve 
problems (Yizengaw, 2003). Teaching is not based on 
research and such type of teaching without research is 
sterile (Kahasay, 2012). Kahasay also identified the 
sources of challenges as internal and external. The 
internal sources of challenges are lack of research skills, 
commitment and motivation of academic staff, lack of 
resources, and engaging academic culture. Externally, 
the societal culture that honour learning just for getting 
degree, not the intellectual growth and development of 
problem solving skills is also affecting the level of 
commitment from the students’ side. 

Similarly, the other major problems identified for these 
institutions underperformance in research are: 
i. Lack of research skill, lack or inadequate incentives to 
encourage the instructors to do research, and heavy 
teaching load that encroaches in the 25% of the time 
allocated for research (Adane, 2000; Siyum, 1998; 
HERQA, 2009). 
ii. Failure to evolve relevant stakeholders in identification 
of research themes and all the other phases of the 
research process (DEFID, 2007). 
iii. Absence of research culture and suitable 
organizational environment and climate (Adane, 2000). 
iv. Absence of enough journals to publish research 
outputs and the financial difficulty to start and sustain 
their own difficulty, and inadequate number of research 
symposia and workshops to publish research results 
(HERQA, 2009). 
v. Lack of communication with the stakeholders makes 
most of the little results available to remain as shelf 
wares (DEFID, 2007; HERQA, 2009). Furthermore, 
research reports and scientific publications are often 
taken as ultimate targets (DEFID, 2007). 

The aforementioned problems  indicate  the  magnitude 

 
 
 

 
and systemic nature of the research problems in our 
HEI’s. They are related to the organization culture, 
climate and environment, the linkage and relationship 
with the stakeholders, the communication and use of the 
results. Hence, kick-starting the research activity of these 
institutions may require 360-degree overhauling and 
considering system wide solution. 

The higher education strategy or GTP-2 also 
recognises some of the underlying factors (MOE, 2015). 
Low salary and benefits has forced the academic staff to 
do moonlighting to get additional income, than do 
research and other community service activities. The job 
description for academic staff communicates the 
expectation that they spend 25% of their time in research 
activities. The academics are expected to spend 25% of 
their time on research and also link education with 
research (Melese, 2010). Nevertheless, in most cases, 
they will not spend their time on research and did not 
facilitate and support students to research. The research 
budget is very small or insignificant. HEIs have nominally 
set research as one of their goal but they don’t have well 
established programs with monitoring and evaluation 
arrangements for follow-up, and mechanisms for 
disseminating whatever findings to users, and 
mechanisms of ensuring the effectiveness of the 
research results (MOE, 2015).  

Nevertheless, during the recent years, there is an 
increase in the number of research outputs, but their 
alignment with the societal and national development 
needs is not well established. Their quality is low and 
most of them do not meet the standard to be published in 
international journals. The strategy documents having 
noted all of the above challenges; it also notes that even 
if there is gradual increase in the number of 
internationally published journal articles, Ethiopia is yet 
behind African countries like, Nigeria, Kenya, and Ghana 
(MOE, 2015). 
 
 

MATERIALS AND METHODS  
 

This research employed qualitative descriptive case study of 7 HEIs 
in Addis Ababa. The data was obtained from 20 research directors 
and selected academic staffs using structured interview. Purposive 
sampling was used to select participants. The participant academic 
institutions were Addis Ababa Commercial College, Royal 
University College, Ethiopian Management Institute, Ethiopian Civil 
Service College, Unity University College, City University College, 
and Saint Mary University College. The semi-structured interview 
questions posed to the informants were: (1) What is the current 
practice of management research in your university? (2) Is there an 
established research program? (3) How involved are stakeholders 
in your research process? (4) How linked is your research with 
teaching learning programs of your institutions? (5) How do you 
disseminate the research outputs? Probing questions were asked 
as needed to elicit complete responses. 
 
 

RESULTS AND DISCUSSION 
 

Structurally,  they  all  have  work  unit   that   coordinates 



 
 
 
 
research and recognise research as one of their 
objectives and activity. On the involvement of 
stakeholders, the research directors and academics are 
of unanimous opinion that neither internal nor external 
stakeholders were engaged in the research process. 
There are no established research programs in any one 
of these institutions. The research themes are ad hocly 
identified on a yearly basis, be research directors or 
committees. Furthermore, the thematic areas in most of 
these institutions are multidisciplinary and are not 
focussed on management except for Addis Ababa 
Commercial School, Ethiopian Management Institute, and 
St. Mary University. However, there is no practice of 
using the few results for teaching and learning process 
and no further measures were taken so far to 
communicate the result to different stakeholders for their 
use in improving management practices. 

On the dissemination of research results, only St. Merry 
University and Addis Ababa Commercial School have 
journals dedicated to business and management. 
Nevertheless, nothing is known about the use of results 
relating to external stakeholders. They all allocate budget 
for the once a year multidisciplinary research workshop; 
however, the amount paid to the researchers is very 
small (between 100-200 USD) and does not even cover 
the research costs of the researchers. Most of the 
academic staffs blame this insignificant research budget 
as the major discouraging factor. 

The aforementioned discussion about the status of 
research indicated that there is little or no management 
research in these institutions. The positive aspiration to 
be a centre of excellence in problem solving and related 
researches, mentioned in the strategic plan documents, 
and the existence of annual research conferences in 
almost all of these organizations. Furthermore, the 
existence of journals and bulletins can also be cited as a 
positive step towards creating a research culture. 
However, some of our informants have noted that even 
this once a year call for paper, annual conferences and 
their proceedings, and the organization of research and 
quality assurance units were not signs of these 
institutions commitment to research, rather they were a 
face saving activity to meet a precondition for the renewal 
of their accreditation or licences by HERQA; hence, one 
can say there are no significant achievements so far. 
Management research did not yet have enough attention 
of the HEIs and much more, effort has to be spent to 
create conducive environment, encourage the staff and 
make relevant research that directly contributes to their 
teaching learning process, improves practices and 
possibly contributes to advancement of knowledge. 

Furthermore, status of research in general and the 
management research in these HEI’s indicates the 
existence of serious handicapping factors that hindered 
the practicality of research in these institutions. The key 
informants have unanimity on these factors and the major 
factors according to them are: 
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i. Shortage of budget or fund for research and 
honorarium. 
ii. Lack or inadequate incentives, the honorariums did not 
even cover the researcher’s expenses. 
iii. Where there is a fund from donors, the donors 
determine the research area. 
iv. The staff lacks research experiences and 
competencies. 
v. The staffs lack commitment and interest. They rather 
prefer to use their time on some other personal matters. 
vi. Absence of research culture. 
vii. Lack of strong support and encouragement.  
 
The existence of these factors indicate that management 
research is facing the same challenges that researches in 
developing countries and Ethiopian HEI’s are facing the 
problems (Adane, 2000; Siyum, 1998; HERQA, 2009; 
MOE, 2015). Furthermore, these problems imply the 
systemic nature of research challenges. They are related 
to finance, the staff competence and interest or 
commitment, organization culture, commitment and 
support of leadership or management, the organizational 
structure, policies and regulations, and rewards systems. 
It also relates to the lack of involvement of stakeholders 
in the research process, starting from the identification of 
research areas and themes, to the communication of 
research results to the users. 

For the question raised regarding the remedial actions, 
the respondents have noted that if: 
i. Adequate budget or fund is available for research, 
management is committed to research and encourages 
research, sufficient and attractive incentive is provided. 
ii. Adequate opportunities for publishing research reports, 
the staffs do recognise the importance of research and 
can engage in research. 

Besides these, some of the informants have noted that, 
in the near future the publish or perish principle should 
take effect. They noted that, the new academic staff 
career development and employment rule requires that 
an instructor who does not undertake research and 
publish articles will not get promotion and if he/she did 
not make change in title in 4 years, he/she will be fired. 
This indicates that research might become an obligation 
for someone who wants to have an academic career and 
this may force the instructors to engage in research. 

However, to succeed in research our HEI’s may need 
more than these. It may need the consideration of 
remedial actions from all the system elements, that is, 
finance, staff, culture, leadership, policies and 
procedures, communication and relationship with 
stakeholders. For instance, regarding the use of research 
results and involvement of relevant stakeholders 
throughout the research process, DEFID (2007), noted 
that involvement of relevant actors in the whole research 
process would make it targeted and problem oriented and 
recommended the adoption of the experience of 
agriculture   sector   in  other  sectors.  According  to  this,  
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business schools should involve stakeholders like that of 
Ministry of Education, Ministry of Industry (MOI), Ministry 
of Trade (MOT), and other relevant departments, and 
private sector organizations in the identification of 
demand for research, in the research process and make 
significant effort to communicate the results to the users 
so that they can solve their problems and improve their 
management practices. 

 
 
Conclusion 
 
The status of management research is so weak and is 
limited to once a year calls for paper, conference and 
publishing of the proceedings. Hence, these institutions 
are far from fulfilling their expected role of research as 
stipulated in the education and training policy. 

The major challenges indicated as the cause for this 
status and their underperformance were shortage of 
finance, staff skills and competency deficiencies and lack 
of commitment, absence of research culture, lack of 
incentives and encouragements. This indicates that the 
basic conditions for the establishment of research 
programs and meet what is expected of these institutions 
is not yet there. Furthermore, the commitment of these 
institutions’ leadership to implement the education and 
training policy provisions in this regard is lacking. 

Besides these, the very basic factor for the success in 
research, the involvement of relevant actors such as 
relevant ministries and agencies, employers’ 
associations, chamber of commerce, major employers, 
etc. is lacking. This has made the little research outputs 
produced by students and teachers on management 
remain as shelf ware. It seems that the organization of 
one day workshop in a year and production of its 
proceedings by itself is an end. It implies the existence of 
a lot of confusion on what should be researched and 
how, what to do with the results, how to use research 
findings in their programs, whether research is of any use 
to management practice improvement and so on. 

 
 
Recommendations 
 
Hence, to establish and sustain management research 
programs, the following points are recommended. The 
business schools and management development 
institutions should establish their own research 
coordination unit or structural mechanisms. They should 
recognise the importance of management research to the 
visibility of their school, its staff quality of education and 
above all to the national development and 
competitiveness, and demonstrate their commitment to 
research. They should encourage research; cultivate the 
research culture by becoming a role model. In this 
regard, a lesson can be learned from the President of St. 
Mary College. Above all they should involve key actors  in  

 
 
 
 
the research process from the identification of research 
ideas for research program to the use of results. The 
competence of the staff should be built through training 
and coaching or mentoring program whereby each staff 
member gets an opportunity to internalise the basic 
research skills. Adequate incentives and time should be 
given for each staff to produce at least one research 
result every year. 

Furthermore, research forums and conferences should 
be held in a more frequent manner, for example, once 
every quarter as feasible, and ample opportunities for 
publishing research findings not only in proceedings form 
but also in journals, e-journals and websites should be 
created. The results of their research should be 
communicated to their users in a way that the users can 
understand and use. They should demonstrate their 
competence and credibility in the eye of their 
stakeholders and raise funds by working towards the 
prime problems of their stakeholders, agenda 2063, and 
sustainable development goals. 

The MOE and HERQA should exert more efforts to 
ensure that research is carried out in each and every 
discipline as per the requirement of the education and 
training policy, and the linkage among teaching, research 
and consultancy or community outreach is well 
established. They should create a mechanism or facilitate 
the establishment of linkages among HEI’s among 
themselves to create synergy and disseminate and make 
use of the little findings, and create a condition for the 
establishment of linkages between stakeholders and 
HEI’s on the research process. 

The relevant stakeholders of management research 
from all sector organizations, should work with the 
business schools on identification of research areas and 
throughout the research process. They should provide 
funds and solicit resources for these management 
research programs, and make use of the research results 
and provide feedback to HEI’s business schools. 

Finally, future researchers on the area are 
recommended to consider in depth research into the 
linkage of management research to courses, consultancy 
and staff development requirements of the business 
schools, establishment of engagement of all stakeholders 
in the research process, and linkage of research 
programs to sustainable development goals and agenda 
2063 of the continent. 

 
 
CONFLICT OF INTERESTS 
 
The authors have not declared any conflict of interests. 
 
 
REFERENCES 
 
Acquaah M, Zoogah DB, Kwesiga EN (2013). Advancing Africa through 

management knowledge and practice: the way forward. African 
Journal of Economic and Management Studies 4:164-176. 

Adane T (2000).  Bahirdar  teachers  college instructors’ involvement  in 



 
 
 
 

educational research: problems, efforts and prospects. Educational 
Research in Ethiopia pp. 141-159. 

Aguinis H, Shapiro DL, Antonacopoulou E, Cummings TG (2014). 
Scholarly impact: a pluralist conceptualization. Academy of 
Management Learning and Education 13:623-639. 

Akpor-Robaro MOM (2018). Why do management theories fail? 
reasons and solutions: a perspective of African context. International 
Journal of Economics and Management Science 7(3):520. 

Bagire V, Namada J (2015). Management theory, research and practice 
for sustainable development in Africa: a commentary from a 
practitioner's perspective. Africa Journal of Management 1(1):99-108.  

Bartunek JM (2007). Academic-practitioner collaboration need not 
require joint or relevant research: towards a relational scholarship of 
integration. Academy of Management Journal 50(6):1323-1333. 

Boyer EL (1990). Scholarship reconsidered: priorities of the 
professoriate. special report, Carnegie Foundation for the 
Advancement of Teaching. New York: Jossey-Bass. 

Bennett R (1983). Management research: guide for institutions and 
professionals. International Labour Office. Geneva. Switzerland. 

Cassell C, Lee B (2011). Introduction: key debates, challenges and 
controversies in management research. In challenges and 
controversies in management research by Cassell C, Lee B (eds,). 
Routledge Advances in Management and Business Studies. New 
York: Routledge. 

Cheng JLC (1994). On the concept of universal knowledge in 

organizational science: implications for cross‐national research. 
Management Science 40(1):162‐168. 

Dia M (1996). Africa’s management in the 1990s and beyond. 
Washington, DC: World Bank. 

DEFID (2007). Research strategy (2008-2013): country report for 
Ethiopia. 

DeGhetto K, Gray JR, Kiggundu MN (2016). The African Union's 
agenda 2063: aspirations, challenges, and opportunities for 
management research. Africa Journal of Management 2(1):93-116.  

Doh JP (2010). From the editors: Why aren't business schools more 
global and what can management educators do about it?. Academy 
of Management Learning and Education 9(2):165-168. 

Fincham R, Clark T (2009). Introduction: can we bridge the rigour–
relevance gap? Journal of Management Studies 46(3):510-515. 

George G (2015). Expanding context to redefine theories: Africa in 
management research. Management and Organization Review 
11(1):5-10. 

George G, Khayesi JNO, Haas MRT (2016). Bringing Africa in: 
promising directions for management research. Academy of 
Management Journal 59(2):377-393.  

Gill J, Johnson P (2002). Research method for managers (3
rd
 edn). 

London: Sage Publications ltd. 
HERQA (2009). Quality assurance for enhancement of higher education 

in Ethiopia. 
Hofstede G (1993). Cultural constraints in management theories. 

Academy of Management Executive 7(1):81-94. 
Honig B, Acquaah M (2016). Sustainable development in Africa through 

management theory and research. Canadian Journal of 
Administrative Sciences 33:177-181. 

Hummadi AH (1989). University administration in developing countries. 
New Delhi: Sushi Kummar for Indian Bibliographies Bureau. 

Jackson T (2002). Management and change in Africa: an international 
cross-cultural research project. Management and Change in Africa 
Seminar, Danida/IDA, Copenhagen, 7-8 November. 

Jackson T (2004). Africa and international management: Why bother? 
AIB Insights 4:6-8. 

Kahasay MN (2012). Quality and quality assurance in higher education: 
critical issues and practical implications. Center of higher education 
policy studies: University of Twente. 

Kan SKA, Apitsa SM, Adegbite, E (2015). African management: 
concept, content and usability. .Society and Business Review 
10(3):258-279.  

Kiggundu M, Lamont B (2015). Introduction to the Africa Journal of 
Management: the journey begins. Africa Journal of Management 
1(1):1-3.  

Kolk A, Rivera-Santos M (2018). The state of research on African in 
business  management   insights   from   systematic   review   of   key 

Aliye           463 
 
 
 

international journals. Business and Society 57(3):415-436.  
Koontz H, Weihrich H (2007). Essentials of management: an 

international perspective (7
th
 edn). New Delhi: McGraw Hill. 

Leung K (2009). Never the twain shall meet? integrating Chinese and 
western management research. Management and Organization 
Review 5(1):121-129. 

MacLean D, MacIntosh R, Grant S (2002). Mode 2 management 
research. British Journal of Management 13:189-207.  

Melese B (2010). An Assessment of the research capacity in one of 
Ethiopian higher education institutions: University of Gonder 
(unpublished MA Thesis). 

Meyer K E (2006). Asian management research needs more self-
confidence. Asia Pacific Journal of Management 23:119-137.  

Mintzberg H (2004). Managers not MBAs: a hard look at the soft 
practice of managing and Management Development. San Francisco: 
Berrett-Koehler Publishers. 

Mol MJ, Stadler C (2017). Africa: the new frontier for global strategy 
scholars article in Global Strategy Journal 7(1):3-9·  

Ministry of Education (MOE) (1984). Education and Training Policy. 
Addis Ababa: St. George Printing Press. 

Ministry of Education (MOE) (2015). Education sector development 
program V. federal ministry of education. Addis Ababa. 

Nkomo S, Zoogah DB, Acquaah M (2015). Why Africa journal of 
management and why now? Africa Journal of Management 1(1):4-26. 

Pfeffer J, Fong CT (2002). The end of business schools? less success 
than meets the eye. Academy of Management Learning and 
Education 1(1):78-95.  

Prichard C, Korczynski M, Elemes M (2007). Music at work: an 
introduction. Group and Organization Management 32(1):4-21.  

Rousseau DM (2006). Is there such a thing as EBMgt? Academy of 
Management Review 31:256-269.  

Saint W (2004). Higher education in Ethiopia: the vision and its 
challenges. Boston College and Council for the Development of 
Social Science research in Africa. 

Siyum T (1998). The current status of research activities among Addis 
Ababa senior high school teachers. The Ethiopian Journal of 
Education 18(1):1-17. 

Thomas H, Wilsen A (2010). Impactful management research: the 
importance of finding the voice of practice in management research. 
Global Foundation for Management Education. Emeralds Group 
Publishing.  

Thorpe R, Eden C, Bessant J, Ellwood P (2011). Rigour, relevance and 
reward: introducing the knowledge translation value-chain. British 
Journal of Management 22:420-431. 

Tranfield DR, Denyer D, Smart P (2003). Towards a methodology for 
developing evidence-informed management knowledge by means of 
systematic review. British Journal of Management 14:207-222. 

Trieschmann JS, Dennis AR, Northcraft GB, Niemi AW (2000). Serving 
multiple constituencies in the business school: MBA program versus 
research performance. Academy of Management Journal 43(6):1130-
1141. 

Tsui AS (2006). Contextualization in Chinese management research. 
Management and Organization Review 2(1):1-13. 

Tsui A (2013). The spirit of science and socially responsible 
scholarship. Management and Organization Review 9(3):375-394. 

Tsang EWK (2008). Chinese management research at a crossroads: 
Some philosophical considerations. Management and Organization 
Review 5(1):131-143. 

Ugwuegbu DCE (2001). The psychology of management in African 
organisations. Westport: Quorum Books. 

Van de Ven AH (2007). Engaged scholarship: a guide for organizational 
and social research. Oxford: Oxford University Press. 

Walsh JP (2015). Organization and management scholarship in and for 
Africa… and the world. The Academy of Management Perspectives 
29(1):1-6. 

White S (2002). Rigour and relevance in Asian management research: 
where are we and where can we go? Asia Pacific Journal of 
Management 19:287-352. 

Yizengaw T (2003). The status and challenges of Ethiopian higher 
education system and its contribution to development. The Ethiopian 
Journal of Higher Education 1(1):1-19. 

Zoogah  DB   (2008).  African  business  research:  a  review  of  studies 



464          Afr. J. Bus. Manage. 
 
 
 

published in the Journal of African Business and a framework for 
enhancing future studies. Journal of African Business 9:219-255. 

 Zoogah DB, Zoogah RB, Dalaba-Roohi F (2015). Riding the tide: 
management in Africa and the role of high-impact research. Africa 
Journal of Management 1(1):27-53.  

Zoogah D, Peng M, Woldu H (2015). Institutions, resources and 
organizational effectiveness in Africa. The Academy of Management 
Perspectives 29(1):7-31. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
Zoogah DB, Nkomo S (2013). Management research in Africa: past, 

present and future. In: Lituchy TR, Punnett BJ, Puplampu BB (eds.), 
Management in Africa: Macro and micro perspectives. New York: 
Routledge pp. 9-31. 

 



 

Vol. 13(14), pp. 465-473, August, 2019 

DOI: 10.5897/AJBM2019.8794 

Article Number: 723EA0C61749 

ISSN: 1993-8233 

Copyright© 2019 

Author(s) retain the copyright of this article 

http://www.academicjournals.org/AJBM 

 

 
African Journal of Business Management 

 
 
 
 

Full Length Research Paper 
 

The effect of leadership on job satisfaction, work 
motivation and performance of employees: Studies in 

AMIK Yapennas Kendari 
 

Nur Iman1* and Widhi Lestari2 
 

1
Department of Business Management and Human Resource Management, Faculty of Economics and Business, 

Universitas Halu Oleo Kendari, Indonesia. 
2
Department of Higher Education Management and Informatics Science STMIK Bina Bangsa Kendari, Indonesia. 

 
Received 28 March, 2019; Accepted 13 May, 2019 

 

This study describes the effect of leadership on job satisfaction, motivation and performance of 
employees. This study is carried out in Amik Yapennas Kendari. Population for the research consists of 
all employees of AMIK Yapennas totaling 68 employees. Research method uses a survey approach. The 
sampling technique is a census with the unit of analysis being the employees at AMIK Yapennas. 
Analysis tool used to test the hypotheses is the Partial Least Squares (PLS) method. Results showed 
that leadership has a significant effect on job satisfaction, motivation and performance of employees. 
Furthermore, job satisfaction and work motivation influence employees’ performance. However, job 
satisfaction has no significant effect on work motivation. Finally, research proved that motivation and 
job satisfaction acted as mediating factors to the relationship between leadership and employees’ 
performance. In this study, the use of job satisfaction and work motivation mediated the relationship 
between leadership and employees’ performance. The aforementioned outcome has not been studied 
previously.  
 
Key words: Leadership, job satisfaction, motivation, employees’ performance. 

 
 
INTRODUCTION 
 
Facing globalization, the human resources (HR) function 
plays a very dominant role in the activities of 
organizations, either public or private and nationally and 
internationally. Parallel to the aforementioned, the 
increasing competition in the education sector requires 
that the management of institutions be proactive and able 
to provide quality education services to the users in order 
to survive and develop. However, the way is to 
understand  the   needs   of  learners’  perceptions  about 

science, and apply appropriate methods of global needs. 
Human resource management must motivate the 
institution and in this case employees are required to 
carry out the tasks assigned to them in a professional, 
hard-working, disciplined, honest, loyal, and dedicated to 
achieve maximum employee performance. Use of proper 
leadership of superiors is one factor that can drive, steer, 
guide and motivate employees to perform better at work 
(Anderson, 1990).  Leaders  can affect morale, motivation, 
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job satisfaction, security, quality of working life and 
especially the level of achievement of an organization 
Organizations generally believed that to achieve 
excellence, one should seek the maximum possible 
individual performance, because it is essentially individual 
performance that affects the performance of the team or 
work group and ultimately ends up in the level of overall 
organizational performance. Good performance requires 
employees to behave as expected by the organization.  

This is also reflected in the scope of AMIK Yapennas 
Kendari. Educational institutions’ function, in human life, 
is to make people qualified, in the sense that humans 
have the skills, intelligence and behavior that can give 
good influence in society and can even change the state 
of society into a better direction. Thus, Kendari Yapennas 
AMIK’s duties as principal is to create a human resource 
(HR) function considering various aspects of a successful 
man including skilled, competent, competitive, and based 
on the future needs of human resources as a form of 
participating in the life of the nation and participating in 
the establishment of world order. In realizing the 
aforementioned, AMIK Yapennas should have maximum 
performance whereby the performance of the 
organization's resources are key achievement of the 
objectives of the organization. 

This research was done with the consideration that the 
outcomes achieved at the institution studied, are in the 
form of the creation of a new generation of competitive 
human resources, accountable and competitive, so that 
every employee is required to be professional in carrying 
out his/her duty. This study aims to test an independent 
factor affecting employees’ performance at AMIK 
Yapennas, namely leadership. Allegedly an independent 
factor that positively affects employees’ performance, in 
the sense of having good leadership in AMIK Yapennas 
will be better for increasing job satisfaction, motivation 
and performance of employees. 

This study examines and analyzes the effect of 
leadership on job satisfaction and work motivation and 
employees’ performance at AMIK Yapennas Kendari. 
Technically may be demonstrated through the analysis of 
structural equation models or structural equation 
modeling (SEM) based on the theories and concepts of 
programming packages such as Partial Least Squares 
(Smart PLS). The job satisfaction variables and the work 
motivation intervening variables used in this study are 
chosen because it is expected that these  affect indirectly 
the leadership factor which is anexogenous variable and 
also affected employees’ performance variables that are 
endogenous variables.  
 
 

LITERATURE REVIEW 
 
Leadership 
 

Leadership is a process of influencing others to achieve 
certain    goals   (Winandi,   2002, p.  47;  Hughes,  1993; 

 
 
 
 
Robbins, 1998: 163; Yukl, 2005: 8).  A business manager  
is a leader when she is able to influence subordinates,  
peers or even their superiors to direct their efforts to the 
achievement of organizational goals. Miftah Thoha in his 
book Organizational Behavior (Thoha, 1983: 255) 
contends that a leader is someone who has the ability to 
lead, meaning that it has the ability to influence other 
people or groups without regard to the form of the 
reason. 

Bogardus (1934: 33) defines leadership, in the sense of 
a leader, as a person who has the skills and strengths in 
particular skills and strengths in one field, so he is able to 
influence others to jointly carry out certain activities, for 
the achievement of one or more goals. Most of the 
leadership definitions have a common keyword in the 
definition namely,  "a process of influence."  Different 
terms of "who is using the influence, the purpose of 
influencing efforts, ways to use" lead to describe a 
leader’s influence. That difference measures direction, 
relationships, influence, control and exemplary leadership. 

 
 
Job satisfaction 

 
Job satisfaction concerns every employee individually at 
work. Job satisfaction is a summative  assessment, a 
feeling or attitude of a person or an employee towards 
work and has direct relationship with the working 
environment, type of work, compensation, social relations 
at work, and others. Job satisfaction is about the 
fulfillment of some desires and needs through activities or 
work. Experts define job satisfaction as an attitude and a 
general feeling of a worker towards work (Davis and 
Newstroom, 2001:103; Robbins, 1998: 184). 

Hasibuan (2008) states that a person tends to pitch if 
he can achieve job satisfaction. Further, satisfaction is a 
key driver of morale, discipline, and work performance of 
employees in supporting the realization of organizational 
goals. 

 
 
Work motivation 
 
Motivation grows out of the attitude an employee 
undertakes when facing a situation at work. Motivation is 
a condition that drives self-directed employees to achieve 
corporate goals (Winandi, 2002: 1; Robbins, 1998: 198). 
Work motivation is one important determinant for the 
achievement of individuals in an organization. The impact 
of employee motivation is manifested in the creation of 
employee morale so that his productivity will increase. 

Motivation is a driving force that exists in individuals to 
do something as good as possible. If these individuals 
have high motivation then they will be superior 
performers and help to achieve organizational objectives 
effectively. Thus, the starting point is the individual 
motivation because motivation is personal. 



 
 
 
 

 
 

Figure 1. Model research. 
Source: the review of previous studies that researchers have developed. 

 
 
 
 

Employees’ performance 
 

Employees’ performance can be interpreted as an 

employee’s work performance which results in 
quality and quantity of work achieved in performing 
duties in accordance with the responsibilities given 
to him (Gibson et al., 1997). Theoretically, the 
factors that affect achievement of the performance 
are the capability (ability) and motivation factors, the 
ability to determine knowledge and skills. 
Meanwhile, motivation results from an attitude 
(attitude) in a situation at work (Mangkunagara, 
2004: 79). 

According to Sutrisno (2010: 150), performance is a 
record of the results obtained from certain job functions 
for a certain period. Hasibuan (2008: 105) contends that 
employees’ performance is achieved by executing the 
tasks assigned to them based on skills, experience, 
sincerity and timely. Furthermore, according to 
Mangkunagara (2002: 67), performance is "The quality 
and quantity of work accomplished by an employee in 
performing his duties based on assigned responsibilities". 
Based on the above definitions, it can be concluded that 
systematically employees’ performance is a manifestation 
of the work of employees in terms of quantity, quality and 
time efficiency in accordance with assigned 
responsibilities and ability and job description. Employees’ 
performance is individual and related to his/her 
personality, and its potential contribution leads to the 
achievement of one or more specific goals. According to 
Flippo and Masud (1995), indicators of performance 
assessment are quality, quantity, timeliness, supervision 

and responsibility. The population in this study includes 
all employees of AMIK Yapennas totaling 68 people  who 
were chosen using census method. The research 
questions of this study are: 
 

(1) Does leadership affect the performance of an 
employee? 
(2) Does leadership affect job satisfaction? 
(3) Does leadership affect motivation for work? 
(4) Does job satisfaction influence work motivation? 
(5) Does job satisfaction affect the performance of 
employees? 
(6) Does work motivation influence employees’ 
performance? 
(7) Does job satisfaction act as a mediating factor on the 
relationship between leadership and employees’ 
performance? 
(8) Does work motivation act as a mediating factor on the 
relationship between leadership and employees’ 
performance? 
 

The purpose of this study is to examine and explain the 
effect of leadership on job satisfaction, motivation and 
performance of employees. Also, this study aims to test 
and explain job satisfaction and motivation as mediating 
variables between leadership and employees’ 
performance. The results of this study are expected to be 
given consideration for Kendari Yapennas AMIK 
management in policy making, decisions, and program 
development. Based on the research model shown in 
Figure 1, the hypotheses in this study are as follows: 
 
H1: Leadership has significant effect on job satisfaction. 

Source: the review of previous studies that researchers have developed. 

Information:   Direct Impact 

   Effect of Mediation  



468          Afr. J. Bus. Manage. 
 
 
 
H2: Leadership has significant effect on work motivation 
H3: Leadership has significant effect on employees’ 
performance.  
H4:  Job   satisfaction   has   significant   effect   on  work 
motivation. 
H5: Job satisfaction has significant effect on employees’ 
performance  
H6: Work motivation has significant effect on employees’ 
motivation. performance. 
H7:  Job satisfaction has a role as mediating factor on the 
relationship between leadership and employees’ 
performance 
H8:  Work motivation has a role as mediating factor on 
the relationship between leadership and employees’ 
performance. 
 
 

RESEARCH METHODS 
 

This study uses a survey approach whereby the sampling 
technique is a census with the unit of analysis being the employees 
of AMIK Yapennas. Analysis tool used to test the hypotheses is 
partial least square (PLS). The research variables, namely: 
leadership (X) is an exogenous variable; job satisfaction (Y1) and 
motivation (Y2) are intervening variables, and employee 
performance (Y3) is an endogenous variable. 
 
 

RESULTS 
 

Validity test 
 

Validity test is used to measure whether a questionnaire 
is legitimate or valid. A questionnaire is considered valid 
if the questions  are able to uncover something that will 
be measured by the questionnaire (Ghozali, 20116: 45).  
Analysis of data was performed using the Statistical 
Product and Service Solutions, SPSS version 16.0,an 
IBM software (Hejase and Hejase, 2013, p. 58). Validity 
tests were conducted by correlating individual scores of 
items with their total score. In this case, if the correlation 
coefficients significance values are less than 5% (level of 
significance), these indicate that these items  are valid. 
 
 

Test reliability 
 

“Reliability is the degree to which there is an absence of 
measurement error” (Burns and Burns, 2008: 413). A 
questionnaire is said to be reliable if the answer to the 
question is consistent or stable over time (Ghozali, 2011: 
45). Reliability test shows the consistency and stability of 
the scores of a measuring instrument. Reliability testing is 
only done on the questions considered valid. Testing 
reliability in this study is conducted using Cronbach’s 
alpha.  According to Hejase and Hejase (2013: 570), “the 
generally agreed upon lower limit for Cronbach’s alpha is 
0.70, although it may decrease to 0.60 in exploratory 
research”. In addition, when Cronbach`s alpha gets 
closer to 1, it indicates the higher internal reliability 
consistency. 

 
 
 
 
Analysis of partial least square (PLS) 
 

PLS  is  a powerful analytical method because it does not 
have to assume a certain type of data measurement, can 
be applied to all scales of the data, and does not require 
a lot of assumptions and sample sizes are defined, then 
uses the help of Smart PLS program (Ghozali, 2011). 
Evaluation of the outer model is also needed to 
determine the feasibility of the model. This test consists 
of testing validity and reliability. Test validity can be seen 
from the loading factor, discriminant validity (using a 
square root of average variance extracted / AVE), while 
reliability can be determined from the composite reliability, 
Cronbach's alpha, and communality and redundancy. 
 
 
Path coefficients and hypotheses testing  
 
Hypotheses testing and line coefficients show the direct 
influence between variables. Path coefficients and the 
critical point (t-statistics) are presented in Figure 2. 
 
 

Hypotheses testing results 
 
Table 1 shows that the results of testing the direct 
influence of leadership on job satisfaction, motivation and 
employees’ performance can be evidenced by the value 
of the line coefficient with the positive direction. Positive 
line coefficient means that the relationship between the 
leadership and job satisfaction, motivation and 
performance is unidirectional and is statistically 
significant since the probability value p-value <α (α = 
0.05). Hypotheses testing results show that the relations 
between leadership and job satisfaction, and leadership 
and work motivation are positive, strong and statistically 
significant. This means that a unidirectional increase in 
leadership leads to increased job satisfaction and work 
motivation and consequently employees’ performance 
improvement. So, the hypotheses proposed in this study 
are accepted or supported by the facts. Moreover, the 
result of testing the direct influence of job satisfaction on 
work motivation is estimated by the value of line 
coefficient of  0.151 as compared with the value of the 
critical point (t-statistic) of 1.261 which has a probability 
value (p-value) of 0.212> α = 0.05. This result rejects the 
relationship between job satisfaction and work motivation. 
Therefore, hypothesis H4 proposed in this study is 
rejected or not accepted. 

Table 2 shows the results of testing the effect of 
indirect (mediation) effect to assess the impact of 
intervening variables in the model. The indirect effect of 
leadership variable (X) on the variable employees’ 
performance (Y3) through job satisfaction variables (Y1) 
is manifested by the value of the line coefficient, 0.587. A 
value of 0.587 means that effective leadership can lead 
to good job satisfaction and can improve employees’ 
performance in AMIK Yapennas by 58.7%. This means



 
 
 
 

 
 

Figure 2. Coefficient strip and hypothesis testing. 
Sources: Primary data is processed in 2015 

 
 
 

Table 1. The direct effect between variables. 
 

Hypothesis 
Relationship 

between variables 
Koofesien Line t-statistic p-value Information 

H1 KP -> KK 0.776 23.432 0.000 Significant accepted 

H2 KP -> MTK 0.644 52.64 0.000 Significant accepted 

H3 KP -> KNP 0.273 23.30 0.023 Significant accepted 

H4 KK -> MTK 0.151 1.261 0.212 Not Significant / rejected 

H5 KK -> KNP 0.757 7.720 0.000 Significant accepted 

H6 CSE -> KNP 0.459 4.617 0.000 Significant accepted 

 
 
 
that job satisfaction supported the mediation effect 
between  the   variables   of   leadership   on   employees’ 
performance. The indirect effect of leadership variable (X)  
to variable employees’ performance (Y3) through work 
motivation variable (Y2) manifested by the value of the 
line coefficient of 0.296. A value of 0.296 means that 
leadership having a significant effect on employee 
performance mediated by motivation can trigger 
increased employee performance at Yapennas Kendari 
AMIK institutions by 29.6%. This also means that work 
motivation proved to mediate between leadership and 
employees’ performance. 
 
 
DISCUSSION  
 
Further in-depth analysis of the relations between 
leadership, job satisfaction, motivation and performance 
of employees in this study enriches efforts to see whether 
or not respondents assess the role of job satisfaction and 

motivation mediated by leadership influence employees’ 
performance at AMIK Yapennas dilingkup institutions. 
Thus,  discussions  include:   the  value   of   the  average 
(mean), the measurement model (outer loading), the 
discussion of the path coefficients, and hypotheses of 
testing results. 
 
 
Influence of leadership on employees’ performance 
 
Employees’ performance review in this study focuses on 
the level of achievement of the totality of the work. 
Reported literature forms the basis for assessing and 
measuring the performance concept in this research. For 
example, Moeheriono (2009) defined performance as an 
overview of the level of achievement of the 
implementation of a program of activities or policies in 
realizing the goals, objectives, vision and mission of the 
organization that poured through strategic planning of an 
organization. Mangkunagara (2002) suggested that



470          Afr. J. Bus. Manage. 
 
 
 

Table 2. The indirect effect (Mediation). 
 

Hypothesis 
Independent 
variables 

Intervening 
variable 

Dependent 
variables 

Line 
Coefficient  

The nature 
of mediation 

Information 

H7 KP -> KK -> KNP 0.587 
Complete 
Mediation 

Significant accepted 

H8 KP -> CSE -> KNP 0.296 
Complete 
Mediation 

Significant accepted 

 

Source: processed data, 2015 
Description: KP (Leadership), KK (Job Satisfaction), MTK (Work Motivation) and KNP (Employee performance).  

 
 
 

employee's performance can be interpreted as an 
employees’ work performance which results in quality 
and   quantity  of   work   achieved   by   a    workforce   in  
performing their duties in accordance with the 
responsibilities assigned to him. 

Hypothesis testing results showed that leadership 
effects on performance can be evidenced by the 
estimated value of the path coefficient which showed a 
positive and statistically significant impact. That is, the 
better the model of leadership applied, the performance 
of employees will increase. This research was supported 
by previous researchers, Marpaung (2014), Mihalcea 
(2013) and Nungky (2013), who provided empirical 
evidence that leadership has a significant effect on 
employees’ performance. 
 
 

Influence of leadership on job satisfaction 
 

The importance of leadership to job satisfaction 
assessment was based on the opinions expressed by 
who contended that job satisfaction is always related to 
the attitude of workers on the job. The attitude took place 
in cognitive and behavioral aspects. The cognitive aspect 
of job satisfaction is the trust of workers on the job and 
the job situation. On the job worker behavior tendency is 
observed when the job is done, when employees 
continue to survive in his position, or when the employee 
works regularly and is disciplined. 

Results of testing the effect of leadership on job 
satisfaction can be evidenced by the value of the path 
coefficient estimate which showed a positive and 
statistically significant impact. The test results show that 
the better the leadership model is applied, the higher the 
job satisfaction of employees in Kendari Yapennas AMIK 
institutions. This research was supported by the results of 
research conducted by Challagalla and Shervani (1996), 
Shahab and Nisa (2014), and Mihalcea (2013) who 
stated that leadership has a significant effect on job 
satisfaction. 
 
 

Influence of leadership on motivation 
 

Motivation in this research is reflected through 
employees’ feedback, task orientation, utilization of time, 

trusting the leader, and awards. Winandi (2002) and 
Robbins (1998) stated  that  motivation  is  self-motivation 
that drives individual employee to achieve organizational 
goals. As for leadership, it was referred to, in the field, 
based on several indicators including direction, 
relationships, influence, control and exemplary. Some of 
the respondents have mentioned both concepts 
(motivation and leadership) from the application point of 
view. Results assessed by respondents showed that 
leadership is described most by one indicator namely 
direction which had the highest average scores followed 
by other indicators like influence, exemplary, control and 
relationships. However, based on the results of testing 
the value of the loading estimate, the biggest contribution 
to leadership is the indicator of influence. 

Results of the strength of the path coefficient for the 
relationship between leadership influence and work 
motivation show a positive and statistically significant 
impact. Therefore, the better the leadership model 
applied then the higher the motivation of employees 
working in the sphere of Yapennas AMIK institutions. 
This research was supported by the results obtained by 
Sefudin and Mas'ud (2011), Handayani (2010), and 
Webb (2007) who found that leadership has a major role 
and a significant effect on work motivation. 
 
 

Influence of job satisfaction on work motivation 
 

Job satisfaction is the response of employees towards 
their work and the work environment or the general 
attitude of an employee to work as measured through five 
indicators, namely: supervision, type of work, promotion, 
co-workers, and compensation (Hasibuan, 2008). 
Motivation referred to in this research is reflected through 
employees’ feedback, task orientation, utilization of time, 
trusting the leader, and awards (Winandi, 2002). 

Results showing the  direct influence of work motivation 
on job satisfaction is evidenced by the estimate value of 
line coefficients having a positive influence; however it is 
not  statistically significant (p-value> α = 5%). This means 
that the increase in job satisfaction variables reflected by 
indicators supervision, type of work, promotion, co-
workers, and compensation does not have influence to 
increase work motivation. This is supported by previous 
studies  by Laily (2008)  who  found  that  job satisfaction 



 
 
 
 
does    not   have   a   significant   effect   on   employees’ 
motivation though job satisfaction has a significant effect 
on the performance of employees at the managerial level. 
Ostroff (1992) also found that there is a positive 
relationship between the work environment, job 
satisfaction, motivation and performance of employees. 
Thus, measurements of job satisfaction variables do not 
show influence with work motivation, consequently high 
and low levels of job satisfaction in employees of AMIK 
Yapennas have no impact on employees’ motivation. 
 
 
Influence of employees’ job satisfaction on 
performance 
 
Job satisfaction in this research is the response of 
employees to their work and the work environment or the 
general attitude of an employee towards work that is 
reflected through the indicators supervision, type of work, 
promotion, co-workers, and compensation. While the 
performance of employees in this study focused on the 
level of achievement of the totality of the job. Reported 
theories form the basis for assessing and measuring the 
performance concept in this research. Moeheriono (2009) 
contends that performance is an overview of the level of 
achievement of the implementation of a program of 
activities or policies in realizing the goals, objectives, 
vision and mission of the organization that are manifested 
through the strategic planning  of the organization. 
Gibson et al. (1997) suggest that performance can be 
interpreted as an employee’s work performance which 
results in quality and quantity of work. Performance may 
be achieved by a workforce in performing their duties in 
accordance with the responsibilities assigned. 

Results of the hypothesis testing the influence of job 
satisfaction on performance is evidenced by the 
estimated value of the path coefficient which showed a 
positive and statistically significant impact of job 
satisfaction on employees’ performance. This means that 
a higher job satisfaction of employees in AMIK Yapennas 
leads to a higher level of employees’ performance. This 
means that with better employees’ satisfaction, the 
performance of employees will increase. The study 
reinforces previous research results by Sefudin and 
Mas'ud (2011) and Mihalcea (2014), which state that job 
satisfaction significantly affects employees’ performance. 
 
 

Influence of work motivation on employees’ 
performance 

  
Motivation in this research is manifested through 
employees’ feedback by four measurement indicators, 
namely: task orientation, utilization of time, trusting the 
leader, and awards. Winandi (2002) and Robbins (1998) 
stated that individual  motivation  is motivation that drives 
organizational goals of the organization. The hypothesis 
test  results  show  that  the  work motivation influence on 

 
 
 
 
the   performance   can  be  evidenced  by  the  estimated 
value of the path coefficient which is positive and 
statistically significant. This means that with better work 
motivation, the more the employees’ performance will 
increase. This result was supported by other researchers, 
Handayani (2010), Sefudin and Mas'ud (2011) and 
Cahyono (2012), who demonstrated that work motivation 
has significant effect on employees’ performance. 

 
 
Mediating role of job satisfaction between leadership 
and employees’ performance 

 
Results of this study support the finding that  in the initial 
model leadership as a mediating variable shows direct, 
positive and statistically significant effect on job 
satisfaction and employees’ performance. Similar results 
were obtained testing the influence of job satisfaction 
mediating variables in the model, then re-testing 
leadership directly without involving the mediating 
variables; this led to the finding that leadership influences 
employees’ performance through job satisfaction though 
in a partial mediation. The results showed that leadership 
can directly affect the performance of employees 
individually or through job satisfaction. Results of the 
aforementioned tests provide enough empirical evidence 
that leadership significantly influences employees’ 
performance mediated by job satisfaction. 

 
 
Mediating role of work motivation between leadership 
and employee performance 

 
Results of this study support the finding that  in the initial 
model  the mediating leadership variable shows direct,  
and statistically significantly influence on employees’ 
motivation and employees’ performance variables. 
Similar results were obtained testing the influence of work 
motivation mediating variable in the model, then re-
testing leadership directly without involving the mediating 
variable leading to the finding that work motivation 
influences employees’ performance and leadership 
through perfect mediation. The results showed that 
leadership can directly affect the performance of 
employees and similar effect is obtained through work 
motivation. Results of the afroementioned tests provide 
enough empirical evidence that leadership significantly 
influences employees’ performance mediated by work 
motivation. 

 
 
Research limitations 

 
Results  of  this  research  may  not be generalized due 
to  the limited  focus  on  AMIK Yapennas Kendari and 
not including other organizations in South-east Sulawesi 
Kususnya  in  Kendari  city.  This  study  examines  few 
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measurement variables namely, leadership, job 
satisfaction, work motivation and employees’ performance 
of   employees  at   AMIK   Yapennas  Kendari,   and   the 
exogenous construct is leadership. Therefore further 
research is suggested to assess broader factors that may 
influence job satisfaction, motivation and performance of 
employees. 
 
 

Conclusion 
 
(i) Good leadership can contribute to improving the 
performance of employees. The results of this research 
are based on the fact that leadership is reflected through 
the indicators of influence, while the employee's 
performance is manifested through quantity indicators. 
Therefore, in improving the performance of employees 
through leadership roles, there is an increase of influence  
with real improvement in the totality of the implementation 
of the tasks assigned and assessed through supervision, 
quality, timely, and based on the attitude and 
responsibility. 
(ii) Good leadership can improve job satisfaction. 
Implementation of good leadership is reflected through 
direction, relationships, influence, control and role 
models. The aforementioned relationship plays an 
important and significant role in the improvement of 
employees’ satisfaction in the scope of AMIK Yapennas 
Kendari. 
(iii) Good leadership can improve employee motivation.  
Increasing employees’ work motivation through 
leadership is reflected through direction, relationships, 
influence, control and role models. These factors have an 
important role in the implementation of the model of good 
and effective leadership so that it can give a real 
contribution in the increase of employees’ motivation in 
the scope of AMIK Yapennas Kendari.  
(iv) Good job satisfaction increased the motivation 
towards good work. However, the measurement of job 
satisfaction reflected through supervision, type of work, 
promotion, co-workers, and compensation did not lead to 
a statistically significant relation with work motivation. 
(v) Good job satisfaction can improve employees’ 
performance. Measurement of job satisfaction reflected 
through supervision, type of work, promotion, co-workers, 
and compensation have an important influence on the 
performance of employees in the scope of AMIK 
Yapennas Kendari. The results of this research note that 
more job satisfaction is reflected by the supervision, while 
employees’ performance is reflected by the indicator of 
quantity. 
(vi) Good work motivation can improve employees’ 
performance. The measurement of work motivation is 
reflected through task orientation, utilization of time, 
trusting the leader, and awards. These have an important 
influence on the performance of employees in the scope 
of AMIK Yapennas Kendari. The results of this research 
note  that motivation is best manifested by trust, while the  

 
 
 
 
performance  of  employees  was  more  reflected  by the 
indicator  of   quantity.  Furthermore,   empirical  evidence 
provided by respondents show that work motivation is 
manifested by a co-worker’s support who provides the 
greatest motivation, while the performance of employees 
is assessed by quality as a measure of the success of the 
employment. 
(vii) Job satisfaction as mediating the relationship 
between leadership variable influence on employees’ 
performance can provide a real contribution to improving 
the performance of employees. Results of this research 
show that employees’ performance and leadership are 
partially mediated by job satisfaction. This means that 
employee's performance already was directly and 
significantly affected by the leadership before the 
mediation of job satisfaction which was also significant.  
(viii) Finally, work motivation as a mediating variable to 
the relationship between the leadership and employees’ 
performance provide real contribution to improving the 
performance of employees. Results of research show 
partial mediation of work motivation on employees’ 
performance through leadership. That is, real employees’ 
performance is significantly influenced by the leadership 
and motivation 
(ix) Accuracy and precision of the analysis model sebsar 
0, 9669. This means that the diversity of leadership on 
job satisfaction, motivation and employee performance 
can be explained by 96, 69% and the remaining 3.31% is 
explained by other variables.  
 
 

RECOMMENDATIONS 
 

(1) Employees at AMIK Yapennas Kendari showed that 
Job satisfaction and work motivation were perceived as 
good; however, such observation necessitates serious 
attention and continued development by AMIK Yapennas 
Kendari in order to improve the professionalism of 
employees, and make satisfaction and motivation more 
internalized by the employees. 
(2) Leadership as manifested by employees from the 
institution AMIK Yapennas Kendari has clear influence on 
employees’ performance. Work and employees’ 
motivation need attention by Kendari Yapennas AMIK 
management in order to maintain and improve 
employees’ performance by always evaluating through 
briefings, and strengthening the relationship between 
managers and employees to provide a good influence as 
well as providing exemplary role model for employees. 
(3) AMIK Yapennas Kendari must continue to support  
the employees who are performing well and for 
employees whose performance is less, the company 
needs to provide external as well as internal motivational 
factors. 
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