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Abstract

Myriad of literature and studies on ideology articulate it as a concept and theory elaborating on its formation
process, attributions and connotations; laying emphasis on it as a social or political science concept without
inclining it to employee behaviour in businesses. This paper investigates the role of ideologies of leaders in their
decision making and its effect on employee behaviour, focusing on entrepreneurs of SMEs and their employees
in Ghana. The study adopts the quantitative approach using structured questionnaires as the main data collection
tool. Considering conservatism and liberalism as the main forms of leadership ideologies, the transformational
leadership theory is used as the lens to explain the authors’ synthesised concept of leadership ideologies and
employee behaviour. A regression analysis, utilising the tolerance statistical model, analysis of variance
(ANOVA) and the variance inflation factor (VIF) is used to assess the multicollinearity (correlations) that exists
between the variables. The coefficients of correlation reveal a positive relationship between leadership ideologies
and employee behaviour. The study establishes that employee behaviour, to a limited degree is determined by the
ideologies held by leaders. The researchers recommend liberalism as a more favourable leadership ideology for
encouraging the realization of individual potentials of employees, enhancing creativity and cohesiveness at the
workplace such as attained under transformational leadership.

Keywords: ideology, leadership, transformational leadership theory, employee behaviour, SMEs, decision
making

1. Introduction

Recent studies have focused on the crucial role played by SMEs in the Ghanaian economy, highlighting their
immense contribution to employment and income generation alongside factors that inhibit the operations of new
and existing SMEs (Abor & Bieke, 2006). Mensah (2004) identified SMEs as the “valve for absorbing” the
redundant labour force in the Ghanaian economy. There exists no precise definition for SMEs, hence, researchers
and authors have defined SMEs on the basis of some criterion relevant to the objective at hand. Capital assets,
labour skill applied, legal status, turnover level and number of permanent and casual workers were recognized by
Abor and Quartey (2010) as such criteria. The business environment unquestionably impacts businesses but
entrepreneurs to a great extent affect their businesses by way of decision making with regards to situations that
arise. Anwar and Hasnu (2013) noted that leadership impels the direction, spirit and discipline of an organization.
Hence, as leaders of SMEs, entrepreneurs influence by means of the control exercised in decision-making
(O'Regan & Ghabadian, 2005) which is influenced by their ideologies towards the operations of these SMEs.

Implementation of decisions made in SMEs is not carried out by entrepreneurs alone: employees play a critical
role in the realization of what has been conceived by the entrepreneurs. This renders the employees highly
beneficial to SMEs, hence, the number of employees as one criterion in defining an SME (Teal, 2002). Given
this debate, the question remains:

1. Do the ideologies held by leaders influence their decision making process in businesses?
2. Do the decisions made from these ideologies impact the behaviour of employees?

Consequently, this points out the need to examine how the ideologies held by entrepreneurs influence the
behaviour of employees in addition to the process of decision-making in these SMEs.

83



http://ibr.ccsenet.org International Business Research Vol. 11, No. 7; 2018

Ideologies comprise the incorporation of thoughts and causal beliefs influencing how people define problems
and make decisions that converge to establish an individual’s perception and attitude in a given situation(Kieser,
2001). “Leadership ideologies” is a term, formulated from the concept of ideologies but with strong emphasis on
those ideologies held by individuals in leadership positions of business enterprises. The term “leadership
ideologies” as coined by the researchers define the individual principles, philosophies, ideas and beliefs
individually held by leaders in organisations, synthesized from the concept of ideologies and underlined by the
transformational leadership theory.

Employee behaviour depicts the reactions of employees to situations that are encountered in the workplace.
Hence, entrepreneurs should be particular about the kind of environment they create for their employees.
Expectations of employee behaviour such as commitment, loyalty and attitude at the workplace ought to be
aligned with the vision (resulting from leader’s ideologies) since both can lead to the creation of a particular
environment for employees. These serve as the background to which this study is conducted to investigate
ideologies of leaders and how they influence employee behaviour.

The outline of the paper follows through from review of pertinent literature on leadership, elements of ideology,
employee behaviour and the role of ideology in decision making in addition to the theoretical framework
underpinning the study. This is followed by the methodology section which considers the tools and procedures in
collecting and analysing data collected to tackle the research problem at hand. The last section discusses the
findings of the study whereas the final section is dedicated to the summary of findings, conclusions implications,
limitations, suggestions for further studies.

2. Literature Review

This section expounds on what leadership ideologies are, and how it impacts employee behaviour on the basis of
the works of other researchers on leadership theories and ideologies and employee behaviour.

2.1 Leadership ldeologies

Leaders are obligated to develop the future vision and to motivate the organizational members to achieve the
visions and improve organizational performance (Igbal, Anwar, & Haider, 2015). Owing to the fact that
leadership greatly drives the direction, spirit and discipline of an organization, the ideologies held by leaders
directly influence the ultimate purpose of existence of the business as identified by Anwar and Hasnu (2013).
Therefore, leadership ideologies are established as having a positive relationship with the purpose of existence of
business and this study follows to examine if same can be said of employees. Resulting from the fact that
organizational vision, which sets the tune for activities in the organization, is determined by the ideologies of
leaders of that organization (Anwar & Hasnu, 2013), decisions taken in pursuit of the organizational vision
(Lipton, 1996) are driven by the ideologies held by the leaders (Chen, 2003). Both of these (vision and
decision) set the course and dictate activities undertaken in businesses as implemented by employees depicting
leadership ideologies (ideologies of leaders) as a crucial notion in the field of management.

According to Pesqueux (2002), ideology as a concept, is exceptionally puzzling due to the “socialization” and
“politicization” of the concept stemming from the major influences in its foundation: that of a political
perspective with Marx and Engels and that of the sociological reaction. “Ideology” as a term was coined by
Desttut de Tracy in 1796 as a “science of ideas” Weiss and Miller (1987), “the study of how we think, speak and
argue” (Van Dijk, 2004). Many authors have reworded Desttut’s conception of ideology since then by giving
different statements. For instance, Walsh and Ellis (2004) explain ideology as implying a selective interpretation
and understanding of the data that come to our sense, our general emotional picture of how things should be
rather than an objective and rational evaluation of the evidence. For this study, the researchers define ideologies
as a system of incorporated thoughts, beliefs, principles, ideas and philosophies emanating from particular social
context held by an individual or group of individuals that unite to define their perception of information, define
problems, determine decisions made and attitude in a given situation.

2.2 Types of Ideologies

There exists various forms of ideologies such as absolutism, constitutionalism, liberalism, nationalism, socialism,
humanism, capitalism, universalism, communism and fascism as identified by Lowenstein (1953). Two forms of
ideologies out of the numerous ideologies were deemed more satisfactory to this study by the researchers in
context with the topic. These include conservatism and liberalism.

2.2.1 Conservatism
Conservatism (or conservativism) may be referred to as any political philosophy that prioritizes tradition
(religious, cultural or nationally defined beliefs and customs) amidst external forces for change and is
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judgmental of propositions for radical change (Scruton, 1984). According to Alexander (2015), conservatives
prefer the familiar to the unknown, the actual to the possible, the limited to the unbounded, the near to the distant,
the convenient to the perfect. Conservatives contend that there is no compulsion to induct change on the basis
that human imperfection and uncertain consequences render it impossible to ascertain whether change will be for
the better (Stove, 2003). Conservative individuals in leadership positions claim that there is no need to adopt
change, for reason that human imperfections and uncertain consequences render it impossible to predict whether
change will be better or not (Stove, 2003). Consequently, resistance to change- especially in the workplace is
very abstract and a negative moment of conservatism as conservatives look backwards and are not interested in
forward matters. (Alexander, 2015).

2.2.2 Liberalism

As a moral and political philosophy, liberalism is founded on two main principles which are individualism and
liberty (Chau, 2009). Arguing that the highest social value order is one that is centred on the individual,
liberalism places the individual at the core of society. Society therefore purposes to allow the individual reach
their full potential at their own will; it is from these principles that the elements of liberalism emanate. Liberals
seek “to indicate the right of the individual to shape his own destiny, regardless of any authority which might
seek to limit his possibilities” (Alexander, 2015). The elements of liberalism include individualism,
egalitarianism, universalism and meliorism.

2.2.3 Elements of Liberalism

Individualism belief places value on individuality; advocates the belief that just by virtue of being a human being
confers on an individual a pre-political right above the discretion of the state as conferred on an individual, since
an individual is viewed as rational and able to make decisions (Chau, 2009). Thus, individualism intensifies an
individual’s sense of rights, declaring laissez faire by abandoning the individual to his own rights. These rights
are however subjected to the harm principle which purports that as long as individuals do not harm one another,
they are free to do what they want (Chau, 2009).

Furthered by the classic liberals, egalitarianism (referred to as fairness or justice) signifies equal opportunity in
political and legal sense, not in the sense of redistributing wealth equally. Egalitarianism advocates that good
people should be dealt with fairly and bad people be treated contrary (Campbell, 1991). It includes principles
such as treating relevant cases similarly and not discriminating, eschewing the act of exploiting innocent people,
not profiting from wrong keeping promises, rewarding merit and giving punishment in proportion to crime
committed (Chang, 2002).

Universalism purports that the moral principles of individualism are binding on all individuals. Universalism
explores systematic norms or laws imposed on all individuals - both rich and powerful to ensure order.
Universalism esteems production for the masses and in pursuit of treating everyone the same, it wrongly treats
emotions by considering it as if it is “numerical” (Hampden-Turner & Trompenaars, 2000).

Meliorism is of the belief that individuals have the capacity of getting better even as social and political
institutions can get better (Chau, 2009). Meliorism comprises of humanism and pluralism and holds that
individuals are competent in creating a better world and a better self, thus meliorism centres on what individuals
can do to facilitate a progressive world since better futures can only be realized through efforts of individuals
who hope to live it (Koopman, 2006).

2.3 Role of Ideology in Decision-Making

Ideologies map out what is considered a desired system of beliefs, ideas, world-view, norms, or inclinations by
an individual or a group. Ideologies are composed of explicit and implicit conceptions and thoughts concerning
existences that arise from a particular social context (Chen, 2003). This implies that ideologies play an
imperative role in how entrepreneurs view the world and conduct activities as much as how they expect
employees in SMEs to also view the world. Daft (1998) and Dessler (1998)suggest that leaders tend to adopt a
more structured decision making process which is based on accurate and relevant fact, research and analysis of
data and information (Rue & Byars, 2003; Simmon, 1979).

In the primary step of the decision-making process, the ideologies held by individuals have an impact on the
identification of the decision requirements. Differing ideologies results in the distinctive analysis of situations
and causes (Chen, 2003). For instance, an entrepreneur with dominant motive of maximizing profit probably will
analyse causes differently from another entrepreneur driven by passion or social concern for others. Differences
in ideologies also account for differences in alternatives that are probably considered acceptable or unacceptable
by entrepreneurs. ldeologies still come to play when predicting the criteria and paradigm upon which an
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alternative of choice is made and how it is evaluated (Balkin, 2002).
2.4 Employee Behaviour

Employee behaviour depicts the reactions of employees to situations that are encountered in the workplace and
as such should not be counter-productive. In relation to this study, employee behaviour is analysed on the basis
of employee commitment, attitude and loyalty. Factors such as job security and responsibilities, organizational
culture (which to some extent is influenced by ideologies of leaders), communication and teams within which
employees find themselves have major influence on employee commitment, attitude and loyalty (De Jong &
Den-Hartog, 2007; Niehoff, Moorman, Blakely, & Fuller, 2001).

2.5 Employee Attitude

Attitude is described as a psychological tendency articulated by evaluating a precise entity with some degree of
like or dislike (Eagly & Chaiken, 1998). “Attitude is referred to as the hypothetical construct representing an
individual’s degree of like or dislike for an item. Attitudes are generally positive or negative views of a person,
place, event or thing (Bagherian, Goodarzi, & Shadfar, 2011); these views known as attitude object, is an
individual’s view of change and not a physical entity that is independent of the individual (Visagie, 2010).
Individual attitudes therefore determine behaviour and emotions exhibited by an individual to his environment or
surroundings. Hence employee attitude portrayed in an organization is either positive or negative.

2.6 Employee Commitment

Employee commitment is defined as the psychological state characterizing an employee’s relationship with an
organization and its implications on their decision to continue as an employee in the organization (Allen &
Meyer, 1990). Employee commitment considers the extent to which an individual identifies with an organization
and how involved an individual is in an organization. A committed employee “is bonded by the organization
such that it reduces the likelihood of turnover” (Meyer, Becker, & Vandenberghe, 2004 p.993) . Studies
undertaken on commitment indicate its influence on both individual and organization - whether high or
low(Brockner, Tyler, & Cooper-Schneider, 1992), directly related to increased satisfaction, performance, and
organizational adaptability ((Lok & Crawford, 1999; Meyer et al., 2004) in addition to decreased absenteeism
and employee turnover (Lo, Ramayah, & De Run, 2010).

In analyzing the dimensions of employee commitment, our study adopts the Allen and Meyer (1990)
conceptualization. The authors identified three dimensions of employee commitment namely; affective
commitment where an employee decides at will to continue with an organisation, continuance commitment in
which employees continue with an organization rather than leave due to some investments they perceive to have
made in the organisation and a recent aspect known as normative commitment which arises when employees
sense they are obligated to continue with an organisation (Allen & Meyer, 1990).

2.7 Employee Loyalty

Antoncic and Antoncic (2011), argue that “the loyalty of employees exists when employees believe in the
objectives of the company, accept the objectives as their own, work for the common welfare, and want to stay
with the company” (p. 82). As an action, loyalty emanates from the honest motives of employees in their pursuit
of the organizational goals (Pfeiffer, 1992). As “a form of commitment” (Elegido, 2013, p 499) loyalty requires
conscious efforts on the part of employees to “further the best interests of [their] employer even when doing so
may demand sacrificing some aspects of [their] self-interest beyond that required by one’s legal and other moral
duties” (Elegido, 2013, p. 496) Loyalty is the readiness to forgo personal needs in favour of a relationship
(Reichheld, 2001), as cited in Kumar and Shekhar (2012). Loyalty is a position that one takes owing to a
supposed obligation and reciprocity Hart and Thompson 2007 as cited in (Kumar & Shekhar, 2012).

As stated by Antoncic and Antoncic (2011), “the loyalty of an employee can be expressed through a feeling of
the individual to belong to the company and the team of co-workers, whom he or she wants to help...” (p. 82).
Loyal employees perform highly in the workplace by focusing on the bigger picture and are driven by the
interest of employers. Elegido (2013) identified three things considered by employees in contemplating loyalty
to employers;

i. “That loyalty shown an employee can be conducive to human flourishing...”
ii. “That a loyal employee tends to have a greater motivation to work”

iii. “A loyal employee is inherently considered “more trustworthy” than a disloyal employee (p. 498-501).
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2.8 Transformational Leadership Theory

Burns (1978) introduced the concept of transformational leadership which was used to describe the political
leadership that transformed the values of its followers by causing followers to view themselves and situations
differently than the followers previously did. However, (Bass, 1997, 1998) further developed the scope of
transformational leadership to embrace business organizational settings. By providing a vision for the
organization, transformational leaders align the goals of subordinates with that of the organization to stimulate
subordinates towards achieving the results as expected by leadership (Bass, 1997). Transformational leadership
comprises four components; inspirational motivation, idealized influence, individualized consideration, and
intellectual stimulation.

Inspirational motivation is depicted in how effectively transformational leaders are able to communicate vision
and arouse enthusiasm in workers whilst inspiring workers to achieve results. Thus when transformational
leaders speak of vision for the future they do so with much zeal to heighten such feelings in the workers
(Dubinsky, Yammarino, Jolson, & Spangler, 1995). Idealised influence implies the exhibition of certain
behaviours by leadership when influencing followers, which put leaders in the place of role models for the
followers. Such behaviours may be depicted through the transformational leaders’ emphasis of group benefits
over personal ones and conformance to strong ethics in his personal as well as group endeavours (Bono & Judge,
2004). Individualized consideration involves transformational leaders providing attention to the relevant
individual needs of followers (Judge & Bono, 2000), in order to facilitate personal development of followers
(Bass, 1997). Intellectual stimulation entails the “creation of a culture of creative thinking” to engage followers
more in the organization (Tims, Bakker, & Xanthopoulou, 2011). Studies undertaken in this area (De Groot,
Kiker, & Cross, 2000; Judge & Piccolo, 2004; Wang & Zhu, 2011) indicate a high level of performance in
followers of transformational leaders. Bass (1997) believes transformational leaders enhance the self-worth of
followers by treating them on individual basis (individual consideration) and encouraging creativity and new
ways of viewing problems (intellectual stimulation) in followers.

2.9 Transformational Leadership and Ideology

Transformational leadership entails the involvement and nurturing of motivation among leaders and followers
towards the realization of the vision set by the transformational leader. The theory of transformational leadership
explained above serves as lens to this study as transformational leaders command the required behaviour
(attitude, commitment and loyalty necessary for performance) by influencing the outlook employees have of
themselves and situations (Bass, 1998). Hence, ideologies can be predicted as coming into play- considering the
definition of ideology as a comprehensive vision, as a way of looking at things, as in common sense and several
philosophical tendencies, or as a set of ideas proposed by dominant class of society to all members of the society
(Wellington, 2002). Krishnan (2005) recognized that followers’ terminal value system congruence and
identification are influenced by the association and duration of their attachment with transformational leaders.

As recognized by Bass (1997), transformational leaders influence followers through inspirational motivation,
idealized influence, individualized consideration, and intellectual stimulation. All of these are aimed intrinsically
at the employees- reshaping their thought patterns, values, goal congruence and tendencies to be aligned with the
vision of the transformational leader thus, catalysing the process of realizing the vision set by the
transformational leader. Accordingly, as followers (employees) are exposed to the motivation, influence and
consideration stimulated by transformational leaders, they are more prone to conform to world-view and adopt
certain tendencies deemed as favourable in the “new light” of approaching situations. To what extent this is
realized among entrepreneurs and employees is the question researchers must address.
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Figure 1. Conceptual Framework
Source: Researchers Construct 2017

From the conceptual framework, leaders and their ideology constitutes the independent variable which
influences the dependent variable - employee behaviour. The relationship is however affected by a third variable
transformational leadership which moderates this relationship. This moderating effect results from the alignment
of employee behaviour to the vision set by the transformational leader. To this extent, the researchers predict that
the ideology (principles, philosophies and worldviews) of leaders reflect in their decisions as far as an
organization is concerned by implementing plans resulting from decisions made and employees align their
behaviour by exhibiting attitude, loyalty and commitment necessary to realizing the vision set by leaders.
Leaders’ decision-making to this end, functions as the mediating variable for the study, as leaders exhibit their
ideologies through their decision making. Once a decision is made, then employees will react to such decisions.

3. Methodology

This work adopted an explanatory study approach to investigate the casual relationship between the variables,
leadership ideologies and employee behaviour. Therefore, a survey was embarked on among selected SMEs in
some regions in the southern sector of Ghana namely: Central, Greater Accra and Ashanti regions. A quantitative
research which lays emphasis on the quantification and measurement in data collection and analysis (Bryman &
Bell, 2015; Creswell & Clark, 2007) was adopted by the researchers to evaluate the influence of the ideologies
held by leaders on the behaviour of employees.

3.1 The Sample

A total of 466 respondents comprising of 205 entrepreneurs of SMEs and 261 employees in these enterprises
were selected for the study. The purposive sampling technique was used to select the entrepreneurs. This type of
sampling was used because the inclusion of an entrepreneur as a respondent for the study was dependent on his
business being classified as an SME. On the other hand, a simple random sampling was used to select the
employees in the enterprises of the selected entrepreneurs. Again, this sampling seemed appropriate because
every employee in the selected entrepreneur’s work place equally qualified to be a respondent. The nature of the
data was mainly primary sourced from the entrepreneurs and employees of the selected SMEs.

3.2 The Questionnaire

A structured questionnaire in the form of a Likert scale was the main instrument used for data collection. Given
that the design of the questionnaire influences the response rate and the content validity and reliability of the
collected data (Brace, 2008; Saunders & Lewis, 2012), the researchers conducted a pilot study to arrive at a
proficient questionnaire for data collection. By so doing, the questions that were inappropriate were improved,
revised or removed, before the administration of the questionnaires to respondents.

3.3 The Analysis
The analysis of data was mainly quantitative, the researchers utilised a regression model in the examination of
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the tolerance level of variables studied through the analysis of variance (ANOVA). In addition, the Variance
Inflation Factor (VIF) was used to measure the relationship existing between the pairs of variables studied by
assessing the multicollinearity (correlations) simultaneously present in the regression analysis.

To verify the accuracy of the data, a reliability test was conducted on the research instruments used to conduct
the study. The reliability analysis was examined using 15 items from the questionnaire. Table 4.1 below shows
the reliability results.

Table 1. Reliability Statistics

Cronbach’s Alpha No. of Items
0.829 15

Source: Researchers Field Data, 2017.

Based on the Cronbach’s Alpha coefficient result shown in the table above, it can be understood that all the scale
for the variables exceeded the conventional acceptable value 0.6 (Gliem & Gliem, 2003) and thus attest to be
reliable to be used for the analysis.

4. Results of the Study

The researchers investigated the relationship between leadership ideologies in their decision making and
employee behaviour. The analysis below has been done to show these relationships separately.

In analysing the relationship between the Leadership ideology and employee behaviour a model summary was
done. This is depicted in the model table below.

Table 2. Model Summary

1 .692¢ 479 419 .890 F Sig.
7.948 0.000

a. Dependent variable: Employees behaviour
b. Predictors: (Constant), Leadership ideologies
Source: Field study, 2017

From the model, the adjusted R square which measures the proportion of variation in the dependent variable
(Employees behaviour) being accounted for by the independent variable (Leadership ideologies) was 0.419,
indicating that the predictors (Leadership ideologies) explains approximately 42% of the variation in employee
behaviour. The analysis of variance (ANOVA) which had a p-value of (0.000<0.05) was not significant. This
shows that the regression model best fits the data. The researchers also looked at the Tolerance level of these

Table 3. Relationship between Leadership Ideologies and Employee Behaviour
Coefficients®

(Constant) 415 427 973 331
Cl1 .080 .059 .076 1.340 .181 .837 1.195
Cl2 227 .056 231 4.072 .000 .840 1.190
Cl3 .106 .052 122 2.038 .043 759 1.317
LIl -.197 .047 -239 -4.170 .000 .825 1.213
LI2 .120 .057 132 2113 .036 .699 1431
1 LI3 .266 .056 .293 4771 .000 721 1.387
EBC 232 .061 217 3.825 .000 .840 1.190
EBC -.029 .064 -.027 -447 656 .763 1.310
EBA -.191 .067 -186 -2.851 .005 .636 1.572
EBA 178 .069 173 2,597 .010 .609 1.643
EBL -.090 .063 -095 -1.433 .153 .617 1.620
EBL 178 .077 163 2.325 .021 551 1.814

a. Dependent Variable: My behaviour in the workplace is driven by my leader's ideology. Cl=Conservatism Ideology,
LI=Liberalism Ideology, EBC=Employee behaviour(Commitment), EBA=Employee behaviour(Attitude),
EBL=Employee behaviour(Loyalty)

Source: Researchers field Work 2017

variables. This was used to assess the multicollinearity (correlations) between pairs of variables. It was computed
as 1 — R2. A small tolerance value (usually below 0.1) indicates that the variable under consideration is a perfect
linear combination of the other independent variables. If a low tolerance is accompanied by a large standard error
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and non-significance, then a high correlation is said to exist between the variable and other variables. Inferences
from the coefficient table indicate that, the tolerance for all of the variables are all above 0.1 (the threshold). This
shows that there exists a correlation between employees’ behaviour and that of leadership ideologies, but the
relationship is not too strong. Nevertheless, the strength of all the variables correlated is less than 50%.

The variance inflation factor (VIF) was also used to measure the relationship between the variables leadership
ideology and employee behaviour. Usually VIF measures the multicollinearity among all the variables
simultaneously. A high VIF (>10) shows that there exists a strong correlation between the variables. From the
analysis, we observe that none of the values under the VIF column is above 10. The highest is 1.958
corresponding to ‘my leader values status quo’. This implies that there is no strong correlation between
employees’ behaviour and leadership ideologies. The result of the study attests to the findings of Meyer et al.
(2004) which concluded that normative commitment by employees comes naturally due to how they are nurtured
by society. This is evident in commitments such as marriage and family, resulting in a feeling of being obligated
morally to work. Studying the strength of the correlation in the table, it clearly shows that the relationship
between liberal leadership and ideologies is stronger than the relationship between the conservative leadership
and ideologies of SME leaders in the southern sector of Ghana.

Role of Ideologies Held by leaders in Decision Making

Leadership ideologies influence how leaders define problems and make decisions (Kieser, 2001) by stimulating
selective interpretation and understanding of situations at the workplace in addition to information required;
rendering the role of leadership ideologies in decision-making a crucial aspect of this study to be analysed.
Researchers investigated the extent to which the leaders’ ideologies influence decision-making by analysing the
correlation that exists between the two variables, thus decision-making is dependent on leadership ideologies.
This is depicted in the tables below.

Nature of the relationship between Ideologies and Decision-Making
Table 4. Model Summary

1 .430% 184 147 944 F Sig.
4.902 0.000°

a. Dependent variable: decision making

b. Predictors: (Constant), Leadership ideologies
Source: Researchers Field work, 2017
From the model, the adjusted R square which measures the proportion of variation in the dependent variable
(Decision making) that is being accounted for by the independent variable (Leadership ideologies) was 0.430.
This means that the predictors (Leadership ideologies) explain approximately 43% of the variation in decision
making as shown in the model.

Table 5. Relationship between ideology and decision making

Coefficients®

(Constant) 3.132 443 7.067 .000

IDL 1 -112 .060 -.143 -1.882 .061 727 1375
IDL 2 -.041 .070 -.043 -587 .558 766 1.306
IDL 3 -.031 .081 -.029 -.383 .702 742 1.347
IDL 3 014 .088 .015 .163 .871 529 1.892
IDL4 .356 .075 393 4.776 .000 .618  1.619
IDL 5 -.150 .072 -.201 -2.087 .038 452 2214
IDL 6 -.090 107 -.083 -.840 .402 429 2.329
IDL7 .168 110 158 1.520 .130 387  2.586
IDL 8 .048 .057 .065 .833 .406 696 1436

a. Dependent Variable: Decision-making. Independent variable is ideologies
Source: Researchers Field Work, 2017

We can also infer from the coefficient table 5 that the tolerance for each of the variables was all above 0.1 (the
threshold). This shows that there exists a correlation between decision making and leader’s ideologies, but the
correlation is weak. In addition, the variance inflation factor (VIF) was employed to establish the
multicollinearity between the leadership ideologies and decision-making variables. A high VIF (>10) gives an
indication that there exists a strong correlation between the variables. From the analysis, the researchers
observed that none of the values under the VIF column was above 10. The highest was 2.586 corresponding to (I
make decisions based on personal orientation). This implies that there exists no strong correlation between
decision making and leadership ideologies.
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These verify the findings of researchers that organizational vision which sets the tune for activities in the
organization is determined by the ideologies of leaders of that organization (Anwar & Hasnhu, 2013) and
decisions taken in pursuit of organizational vision (Lipton, 1996) are to some extent driven by the ideologies
held by the leaders (Chen, 2003). In addition to the fact that all of these (vision and decision) set the course and
direct activities undertaken in the organization which are mostly implemented by employees.

It is realized that despite the fact that ideologies influence to some extent decisions made by leaders, leaders also
tend to adopt a structured decision-making processes, that are timely, based on accurate and relevant facts,
research and analysis of data and information. This is because majority of decisions are not based on facts but
rather on feelings and what leaders perceive as right are mostly unsuccessful owing to the fact that they are hard
to defend and confronted by setbacks during implementation. Decisions based on reliable information and
verifiable data on the other hand, are successful by means of sufficient time invested into extensive research on
alternatives and assessment of the implications that follow (Chen, 2003).

With reference to the analysis, transformational leadership as a theory underpinning this work aided the
researchers in defining the relationship predicted as existent between leadership ideologies and employee
behaviour. Given that the transformational leadership process involves the influence of leaders in conforming the
worldview of followers to that which is favourable to the set vision, leadership ideologies were predicted as
those “worldviews” of the leader that were transmitted to employees whilst aligning their views to the vision of
the transformational leader. However, in the analysis, it was realised that leadership ideologies do not solely
determine the behaviours exhibited by employees in the workplace. Thus, employees themselves regulate
individually, the degree to which they are influenced by leadership ideologies. The transformational leadership
component accounting for this result of change in employee behaviour with regards to the adopted theory is
intellectual stimulation. Intellectual stimulation entails “the creation of a culture of creative thinking” in
organisations to increase employee engagement (Tims et al., 2011). Thus, leadership ideologies may not
explicitly, to a greater extent, account for change in behaviour of employees, but other factors arising from the
kind of culture built by leaders in organisations influence behaviour of employees do so. Consequently, the
creation of a conducive environment by transformational leaders to encourage creativity and new ways of
solving problems (intellectual stimulation) results in increased performance among employees.

A reduced rate of influence of employee behaviour by leadership ideologies therefore, points out the fact that,
not all employees subject themselves to the ideologies of employers who exercise control over the activities of
employees in the workplace.

5. Discussion

This study sought to investigate the extent to which ideologies of leaders influence their decision making and
employees’ behaviour.

The key findings the researchers identified were that;
e Leaders do not judge situations in the light of their ideologies alone.

e Decisions made by leaders do not solely emanate from ideologies but also are resultant of accurate and
relevant facts pertaining to the situation at hand.

e Employee behaviour to a limited degree is determined by the ideologies held by leaders. However, it is
also driven by factors such as job security and responsibilities, organizational culture, communication
and teams within which employees find themselves.

For entrepreneurs, business performance is extremely dependent on decision-making, rendering it imperative to
identify the role that their ideologies play in the process of decision-making (O'Regan & Ghobadian, 2005).
Whether decisions pertained to daily situations encountered by leaders or long-term ones which relate to an
organization’s vision; it was predicted that the situations at hand may be judged in the light of the ideologies held
by leaders (Anwar & Hasnu, 2013). Thus, with regard to the decision requirements, alternatives available and the
final choice of action to be undertaken is determined by leaders for their subordinates (Dessler, 1998, pp.108). To
ascertain these specific decision-making scenarios were presented to respondents to indicate the extent to which
they agree or disagree with the statements presented in structured questionnaires. The data collected was
analyzed to identify the relationship between leadership ideologies and decision making.

Our findings revealed an existing relationship between the two variables; the relationship however, was a weak
one. The researchers realised that the weak relationship was accounted for by the fact that, most leaders or
entrepreneurs from the selected SMEs also tend to adopt a structured decision-making process (Daft, 1998,
pp.402), which was based on accurate and relevant facts, research and analysis of data and information. Rather
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than rely solely on their ideologies to selectively interpret information that they perceived whilst making
decisions, leaders tend to also objectively evaluate and rationalize the situation or problem at hand, alternatives
and final choice to be made (Rue & Byars, 2003). In a structured decision-making process, decision-making is
timely and based on accurate and relevant facts, research and analysis of data and information (Simmon, 1979).
Whereas decisions based on feelings are mostly futile because they are hard to defend and are confronted with
major setbacks during implementation (Chen, 2003), decisions based on reliable information and verifiable data
are successful by means of sufficient time invested into extensive research on alternatives and assessment of the
implications that follow. However, decision-making by leaders are driven by other factors such as accurate and
reliable facts and analysis of information regarding the problem to objectively evaluate the situation (Rue &
Byars, 2003).From the analysis on the relationship between leadership ideologies and employee behaviour, it
was inferred that the relationship between the two variables was not strong enough to conclude that employee
behaviour is influenced by leadership ideologies that reflected in the decisions made by the entrepreneurs, which
were in turn implemented by employees. Some other factors such as job security and responsibilities,
organizational culture (which to some extent is influenced by ideologies of leaders), communication and teams
within which employees find themselves, have major influence on employee commitment, attitude and loyalty
(De Jong and Den Hartog, 2007; Niehoff, et al., 2001).

In this discussion, the integrative function of transformational leadership is realised in the degree to which the
behaviour of employees is influenced by the ideology held by leaders. The finding of approximately 42%
variation in the behaviour of employees ensuing from the ideology of leaders is ascribed to the association of
employees with transformational leaders. This finding is affirmed by Krishnan’s (2005) study which revealed
that change in the employees’ terminal value system is congruent and identified as resulting from their
association with transformational leaders. The integration of transformational leadership in relation to ideclogy
of leaders and employee behaviour entails; inspirational motivation, idealised influence, individualised
consideration and intellectual stimulation (Bass, 1997), all of which are intrinsically directed at the employees -
reshaping their thought patterns, values, goal congruence and tendencies to be aligned with the vision of the
transformational leader.

6. Research Implications

Findings of the study imply liberalism as a more favourable ideology to all entrepreneurs since liberal leaders
foster a work environment that thrives on delegation; allowing employee autonomy for creative thinking and
innovativeness on the part of employees. Under liberal leadership, businesses have a greater probability of
surviving in the turbulent business environment providing such businesses are able to compete better in the
market driven by innovation resulting from the creativity of employees, provision of value for customers and
increased productivity. Furthermore, employees exhibit a higher level of loyalty and commitment under liberal
leaders who provide them with equal opportunities. Liberalism also aids the decision-making process by
informing leaders of new ways of seeing and handling situations.

Transformational leadership thus, integrates leaders’ ideology and employee behaviour through the process of
inspirational motivation, idealized influence, individualized consideration and intellectual stimulation. The study
implies that as employees remain exposed to the motivation, influence and consideration stimulated by
transformational leaders, employees are prone to conform to leaders’ world-view and adopt certain tendencies
deemed as favourable in the “new light” of approaching situations. Consequently, the adopted tendencies and
world-views manifest in the behaviour exhibited by employees.

7. Limitations, Further Research and Conclusion

Inherently, the study was conducted on a wide coverage area in Ghana hence the cost incurred are limiting
factors. Notwithstanding, one setback to this study was the unwillingness on the part of some entrepreneurs and
their employees in disclosing information for the study in the data collection process. It was only the assurance
of anonymity that helped. Another limitation was the inadequate information from literatures and research work
in the area of study since not much work relating to our topic of study has been undertaken especially on SMEs
in the Ghanaian sub region for that matter. Considering these limitations, future studies can be conducted to
identify the role of Leaders’ ideology in determining employee performance, focusing on other forms of
businesses other than SMEs.

In concluding this study, it is vital to note that leadership ideologies affect decision making but not to a higher
degree given that leaders tend to adopt structured decision-making processes based on relevant facts rather than
feelings, contrary to always making decisions on the basis of feelings and what they perceive as right in the light
of ideologies alone, in order to avoid difficulty in defending such decisions and setbacks during implementation.
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Employees’ attitude, loyalty and commitment to a little extent responds to conservatism or liberalism in
leadership. It can thus be concluded that leadership ideologies affect employees but also not so significant,
whereas loyalty, attitude and commitment of employees decline as leaders become more conservative. The
completion of this study contributed to the wealth of knowledge available on the role of ideologies in the
management field, given that not much research has been undertaken especially in the Ghanaian context. It also
provides researchers with an understanding of the concept of leadership ideologies.
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