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Abstract 

Resource mobilization is a viable component for strengthening and sustaining the vision and mission 

of NGO. Local NGOs in Ghana and other developing countries require dynamic personalities, 

leadership qualities and management aptitude and skills to effectively mobilize resource for their 

organizations. The study examined three leadership styles: transformational, transactional and laissez 

faire, of NGO staff working in the Volta region of Ghana that belonged to a network of NGOs in the 

region with a staff strength of more than ten and have been operating over the past five years. The 

target population was 490 staff of NGOs in six categories: agriculture/food security, microfinance, 

education, health, religion, water and sanitation. Stratified and random sampling techniques were used 

to get a sample size of 264 subjects. Data was collected using structured questionnaire with Likert scale 

measurement. Primary data was collected using self-administered questionnaires, emails, whatsApp 

and Google questionnaires. SPSS version 25 was utilized to process the data.  Data was analyzed using 

descriptive statistics, Pearson’s correlation, regression analysis and analysis of variance.  The results 

from the regression analysis showed that transformational leadership, transactional leadership and 

laissez faire leadership had a significant association with resource mobilization (R=0.785) with an 

adjusted R square at 0.610. The study recommended that there should be effective use of more of 

transformational and transactional leadership styles in order to improve resource mobilization among 

NGOs. The study recommended further investigation into the other factors that might also contribute 

to effective resource mobilization. 

Keywords: Leadership Styles, Resource Mobilization, Non-governmental Organizations,  

 Sustainability 

Introduction 

The work of NGOs in protecting the environment, helping the sick and needy, preserving arts 

and culture is by nature unprofitable. NGOs rely on the goodwill and generosity of others to 

cover the costs of their activities through grants and donations (Chakawarika, 2011). Today, 

unfortunately, NGOs find that such traditional funding sources are often insufficient to meet 

growing needs and rising costs. Resource mobilization refers to all activities involved in 

securing new and additional resources for an organization. It also involves making better use 

of, and maximizing, existing resources as the focal point of any organization (Seltzer, 2014). 

One of the biggest challenges for the sustainability of an organization is lack of or less emphasis 

on local resource mobilization. Resource mobilization is a viable component for strengthening 

an NGO. It is critical in improving and scaling-up of products and services the organization 
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provides, ensuring continuation of service provision to clients and supporting the 

organization’s sustainability goals. 

According to International Labor Organization (2010), local resources include local labor, local 

materials, local knowledge, skills and culture, local enterprises (usually small- and medium-

scale), local institutions (including local government, training institutions, trade unions and 

employers’ organizations, Non-governmental Organizations (NGOs) and Community-Based 

Organization (CBOs), locally produced tools and equipment and local social capital (traditional 

structures, solidarity and trust). Resource mobilization is not just a method of generating the 

much-needed revenue, it is one of the principal ways to position an organization as a viable 

community asset. In non-profit organizations, resource mobilization operates as an interactive, 

dynamic process that is aimed at advancing the public good. According to Williams (2013), it 

is organized around values of reciprocity, cooperation, mutual respect, accountability and 

commitment. 

One key factor that has the potential to largely affect an organization’s performance with 

regards to resource mobilization is its leadership (Ng’ethe et al., 2012; Jeremy et al., 2012). 

Resource mobilization is a strategic process within an organization carried out at the executive 

level and should not be looked at as a different or minor task within the organization’s 

management team. This demands dynamic personalities, leadership qualities and management 

aptitude and skills. It is important for leaders of local NGOs to know the type of leadership 

styles that is important for their resource mobilization efforts.  Many studies have been carried 

out on the impact of leadership style(s) on employee performance but little is known about the 

linkage between leadership styles with resource mobilization (Rizi et al., 2013). 

The study aimed at exploring the link between leadership styles of NGO leaders and their 

influence on resource mobilization. The Volta Region of Ghana provides an excellent case for 

this study because; there is a wide diversity of local NGOs operating in the region but they face 

challenges with resource mobilization. Many of them are therefore scaling down their activities 

as a result of the challenges in financing. The findings of this study may be of practical value 

to persuade various stakeholders such as Board of Directors, donors, supporters and beneficiary 

communities as well as culture and social services professionals with new ideas on leadership 

styles essential for resource mobilization for effective performance of NGOs. The objective of 

this study is to assess the effect of transformational, transactional and laissez-faire leadership 

styles on resource mobilization among NGOs in the Volta region of Ghana.  

Literature Review 

Theoretical Review 

There are several leadership theories that have been used by many scholars but for the purpose 

of this study the researcher will like to use four theories below because of their relevance to 

the study. 

Resource Based View (RBV) 

Sameera (2018), suggested that organizations resources are the sole purpose for sustained 

competitive advantage when firm resources are heterogeneous and immobile.  Although the 

role of leaders is to create value for their organizations, the process of creating value and 

sustaining competitive advantage is gnawingly elusive, even for organizations rich in a history 

of success (Peter & Waterman, 2009). 

https://www2.fundsforngos.org/tag/leadership/
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Indeed, executives of NGOs should be aware of internal social capital to build trust and respect 

from good leadership along with external social capital to generate strength from activities and 

good relation with alliances (Hitt, Keats, &Yucel, 2015).  It is important to understand how 

leadership styles influence resource mobilization which is critical to the sustainability of 

NGOs. With regard to the RBV and the ability to effectively utilize organizational resources, 

Caldwell et al. (2017), identified five important leadership principles that enable organizations 

to outperform their competition by effectively creating significant differences in the way that 

they manage those resources. These are: establishing a worthy purpose, aligning the 

organization, developing a culture of learning, creating partnerships of trust, living with 

integrity. Resource-based theory is related to the study in that possession of strategic resources 

provides an organization with a golden opportunity to develop competitive advantages over its 

rivals. These competitive advantages in turn can help the organization enjoy strong profits. For 

the efficiency of an organization, different types of resources are required and involvement of 

contribution from stakeholders is key to the growth of NGOs. 

Institutional Theory 

Scott (2014), identified such beliefs, rules, roles, and symbolic elements to  be of different 

natures: regulative (i.e., required/enforced by law, as it is the case with specific accounting 

standards), normative (i.e., enforced by a shared sense of what is appropriate, e.g., the 

expectation that elected leadership represents the interest of its constituents), or cognitive (i.e., 

taken-for-granted, mental models of how work should be done, as it is the case with most 

routinized behavior in organizations). Resource dependence argues that organizations need to 

appear “legitimate” in the eyes of the most important resource holders (customers, blue-collar 

workers, investors, etc.): an NGO will receive more funds from charities if its headquarters are 

in the right building or city and appear powerful. As an organization changes over time, 

strategies of leadership will also change organizations performing the same tasks but based on 

different substantive principles and will exhibit different strategies of leadership (Scott, 2014). 

The importance of this theory to the study is that developed organizational structures are 

viewed by policy makers, donors, and other states as signals of progress towards modern 

institutional development and hence worthy of financial support. Furthermore, 

organizations/institutions need the interaction and relations between NGOs, CBOs, businesses 

and the private sector and well-wishers in their resource mobilization efforts. 

Upper Echelon Theory 

Personal characteristics of top managers determines the aspects of the environment they can 

see and what they see informs the decisions they make regarding strategic choices which 

ultimately affects the bottom-line of the organization (Opong, 2014). Previous research on 

strategic management indicates that the role of top management teams is crucial for the 

successful adoption, implementation and use of Management Control Systems innovations 

(Lee et al, 2014).  Chief Executive Officers (CEOs) must also be aware of their influence on 

evaluation systems as a key for an organization’s success. Board members and owners, 

responsible for hiring CEO’s and other high-level managers should also know which 

managerial practices reflect the CEO characteristics and determine if they fit in the desired 

context (Reheul & Jorissen, 2014). 

The Contingency Theory or Situational School  

The contingency theories of leadership express the need for the leader to adjust the behavior 

based on a rational understanding of the situation and assume a leadership style that is 

appropriate for the occasion. This way of conceiving leadership expels the dogma that there 
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are better and worse leadership styles (Bates, 2016), and there is no “one size fits all” approach 

to leadership, depending on the situation that varies the way of leaders’ behavior (Blanchard, 

2008).  According to Fiedler's Contingency theory (Fiedler, 1967), there is no single best way 

for managers to lead. Situations will create different leadership style requirements for a 

manager. The solution to managerial situation is contingent on the factors that impinge on the 

situation 

Theoretical Framework 

 

 

 

 

 

 

 

 

 

Figure 2.1: Theoretical Framework 

Source: Researcher (2020) 

Empirical Literature Review 

Leadership Styles and Resource Mobilization  

Leadership style is the pattern of behavior engaged in by the leader when dealing with 

employees (Dosunmu & Olusanya, 2011). Leadership style of administrative supervisors play 

a crucial role in improving the resource mobilization efforts and overall operational 

performance of an organization. There are a number of different styles of leadership and 

management that are based on theories (Yaser, 2012).   In today’s globalized world, with 

organizations coping with rapidly changing environments, leaders face a new reality. Working 

in flexible contexts and connected by real-time electronic communication, increasingly mobile 

employees have themselves become the critical resource of their organizations (Wang et al., 

2010). What is now needed are leaders who simultaneously can be agents of change and centers 

of gravity, keep internal focus and enable people and organization to adapt and be 

successful (Jyoti & Bhau, 2015; Sofi & Devanadhen, 2015). A strong empirical support for the 

relationship between leaders’ contingent reward and employee performance has been found 

(Podsakoff, et al. 2009). Transformational leadership inspires followers with attractive vision, 

expresses optimism and high expectations for excellence and performance on the part of 

followers. Transformational leaders move followers beyond their normal level of performance. 
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In the opinion of Kouzes and Posner (2017), effective leadership also involves motivation, 

management, inspiration, remuneration and analytical skills. Absence of quality leadership in 

an organizational setting has been found to negatively affect performance. This leads to 

stagnation in organizational operations leading to missed organizational objectives. According 

to Michael (2010), leadership has a direct cause-effect relationship upon organizations and 

their success. Leaders determine values, culture, change tolerance and employee motivation. 

They shape institutional strategies including their execution and effectiveness. 

Transactional leadership (TNL) involves an exchange process that results in follower 

compliance with leader request but not likely to generate enthusiasm and commitment to task 

objective. The leader focuses on having internal actors perform the tasks required for the 

organization to reach its desired goals (Boehnke et al., 2003). Transactional leadership in its 

extreme form may be considered as an autocratic leadership style when a leader has a lot of 

power over their followers with regards to making staff inputting to management decisions 

(Lyons & Schneider, 2009). This style of leadership focuses on close monitoring in detecting 

mistakes and errors and putting in place corrective actions to solve those (Timothy et al., 2011).  

According to Biggerstaff (2012), quoted by Al-Khasaneh & Futa (2013), laissez-faire is a style 

leadership where leaders refuse to make decisions, are not available when needed, and choose 

to take no responsibility for their lack of leadership ability. These leaders do not often use their 

authority and avoid taking actions. The leadership style is considered a passive and ineffective 

form of leadership (Bolda & Nawaz, 2010). The main emphasis of this leadership style is 

neither on performance nor people. The philosophical assumption is that naturally human 

beings are unpredictable and uncontrollable and trying to understand people is a waste of time 

and energy. On this hypothesis, the leader tries to maintain a low profile, respects all 

constituencies within the organization, tries not to create waves of disturbance, and relies on 

the few available loyalists to get the job done (Puni et al, 2014).  

Leadership theorists such as Haigh and Hoffman (2013), Jing and Gong (2012) and 

Osterwalder and Pigneur (2010) have suggested that NGOs and nonprofit organizations 

survival depend on the organization’s leadership capacity to produce effective social change 

and funding program performance that attract donor sustainability and satisfy beneficiary 

interest. 

A primary difference in nonprofit leadership is that it takes both paid and unpaid people to 

fulfill the mission (Anheier 2014).  Most for-profit organizations and most governmental 

organizations engage their people initially through employment while most nonprofits engage 

their people initially through voluntarism.  A nonprofit leader must operate from a different 

definition of equity than a business owner. The most successful nonprofits have defined 

themselves as “learning organizations.”  This means leaders are willing to take the time to help 

everyone understand the complexities of social issues, how to work effectively with diverse 

people, the best practices of nonprofit and community leadership, and the business know-how 

to make prudent financial decisions in the face of human need. 
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Conceptual Framework 

Independent Variables            Dependent Variables 

    

 

 

 

 

 

 

 

 

 

Figure1: Conceptual Framework on Influence of Leadership Styles on Resource 

Mobilization (Source: Author, 2020) 

Research Gap 

The main thrust of this study is the proposition that there must be a set of leadership styles that 

promote success in resource mobilization and success in achieving goals of an organization. If 

executive directors of NGOs can utilize specific leadership styles to advance their resource 

mobilization efforts, which leadership styles will be most important? Although much has been 

written about the effect of leadership styles on organizational effectiveness and the role of 

NGOs in resource mobilization, the link between leadership styles and its impact on resource 

mobilization has not well been established.  Very little empirical studies on this subject exist, 

especially regarding NGOs in the Volta region of Ghana where the level of resource 

mobilization is low. Previous investigations into resource mobilization and performance of 

non-governmental organizations have provided insights into the range of influences on the 

success of such organizations. However, few studies have been carried out focusing on 

leadership styles in the context of NGOs in mobilizing resources to carry out their operations. 

It is anticipated that this further insight into resource mobilization strategies, processes and 

associated contributory factors will be revealed by the study.  

Methodology 

The study adopted a descriptive research design. The study targeted staff of NGOs in the Hohoe 

municipality of the Volta region. The population size was 490 staff of NGOs that are registered 

with the department of Social Welfare, are a part of the network of NGOs in the Volta region and 

have a staff strength of 10 or more and have been operating in the region at least for the past five 

years. It is considerably easier to trace staff and offices of NGOs that were operational in the area 

for the past five years in obtaining information for the research. Additionally, operating for at 
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least five years in the municipality enables the NGOs establish sufficiently strong leadership styles 

with which the organization operates which can be evaluated. 

A total number of 80 local NGOs were found to have registered with the Department of Social 

Welfare in the Hohoe Municipality and were active for the past five years. Two hundred and 

sixty-four (264) staff were selected through stratified random sampling technique from a total 

of 490 staff of the NGOs in the study. The NGOs staff were stratified according to their areas 

of operations such as agriculture/food security, micro-finance, education, heath, religious, 

water & sanitation programs. As of January 2020, approximately 102 local NGOs were 

registered with the Department of Social Welfare in the Municipality (Hohoe Municipal 

Assembly, 2020). With a confidence interval of 90 percent, the sample size of each category 

of NGO interviewed was determined using the formula given by Miller and Brewer (2003) 

below.   

n=       N 

1+N (a) ² 

Table 1: Sample Size of NGO workers 

Program category            Population of NGO workers                                       Sample size      

Agric/food security              120                                                                                   55                                                             

Micro-finance                       76                                                                                    43 

Education                              89                                                                                    47 

Health                                    65                                                                                    39 

Religious                               95                                                                                   49 

Water and Sanitation             45                                                                                   31 

Total    population              490                                                                 Sample   264 

Source: Field Data (2020) 

A total of 264 samples were drawn randomly from the NGO categories using simple random 

technique from the NGO workers for the study. Primary data were collected during field 

research with the 264 NGO workers. Questionnaires were administered to the 264 staff of the 

NGOs. Since most of the respondents are educated, the researcher submitted printed copies to 

respondents for filling, others were administered by Google questionnaire through emails. 

Follow ups were done through telephone calls and face to face meeting with respondents when 

necessary to clarify issues.  

The survey instrument used in the data generation were modified version of the Multifactor 

Leadership Questionnaire (MLQ) developed by Bass (1985). In administration of the 

instrument, a copy of letter of introduction was obtained from the Graduate School. Copies of 

the letters were given to the leaders of the various categories of the NGOs selected for the 

study. After execution, the instruments were retrieved back for data analysis. Where the data 

collected was in the form of interviews, the identified respondents relied on the questions asked 

by the researcher and the answers recorded were treated the same way as the responses obtained 

from the questionnaire. 

After fieldwork the questionnaire were cleaned and coded. Statistical Package for Social 

Sciences (SPSS) software version 25 was used to process the data which was presented in 

tables and chats. Regression analysis was carried out to establish the extent of influence of each 

leadership styles on resource mobilization. Because there are more than two independent 

variables in the study, multiple regression was used to understand relationships among the 

variables. Analysis of Variance (ANOVA) was used to show the extent to which two or more 
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of the variables in the study differ.  Inferential statistics (IS) was used to create conclusions 

that reach beyond the data observed to specific questions raised prior to the study. Correlation 

analysis was used to understand the relationships among the dependent and the independent 

variables used in the study.  

Respect was guaranteed to all respondents and confidentiality of the data collection and sharing 

was observed. The questionnaire did not require the respondents to append their names for 

maximum confidentiality.  A research permit letter was obtained from the Institutional Ethics 

Review Committee (IERB) through the Graduate School. Permission was also sought from the 

National Council for Higher Education (NCHE) in Ghana in carrying out the research.  Letters 

of authority from the NGOs was obtained and researcher obtained consent from the 

respondents, informed them of the objectives of the study and created an environment in which 

the respondents voluntarily gave information.   

Results and Discussions 

Descriptive Statistics 

Table 2 below shows the response rate where 264 questionnaires were administered through 

hand delivery, emails, WhatsApp and Google link. A total of 197 of the questionnaires were 

filled correctly and returned. This gave a response rate of 74.6%. According to Kothari & Garg 

(2018), a response rate of 50% or more is adequate for a descriptive study. Babbie (2004) also 

asserted that return rates of 50% are acceptable to analyze and publish, 62% is good and 71% 

is very good. Based on these assertions therefore, the response rate is adequate for the study.  

Of the 264 questionnaires administered, 95 was filled and returned by hand delivery 

representing 70% return rate, 52 was filled and returned by email representing 97%, 32 was 

filled and retuned by Google questionnaire representing 100% and 27 filled and returned 

by WhatsApp representing 100%. The Online questionnaires had 100% completion and return 

rate compared to the hand delivered questionnaires. It was observed that the ease of access to 

the online questionnaires provided convenience to respondents leading to better rates of return 

and increase in data fidelity. The online questionnaire was also completed and returned much 

quicker than the hand delivered questionnaire. Besides, it was quite an expensive and time- 

consuming venture in delivering and retrieving the hand delivered questionnaires. 

Table 2: Response rate 

Category Frequency Percentage 

Response 197 74.6% 

Non response 67 25.4 

Total 264 100 

Mode of delivery Number delivered Number returned  

Hand delivery 134 95 70 

emails 55 52 97 

Google questionnaire 44 44 100 

WhatsApp 30 30 100 

Total 264   

Source: Field Data (2020) 

Table 3 below showed th tat the number of respondents whose ages were between 25-34years 

was 75 ( 38.1%). Ages between 35-44 years was 62 (31.5%). Ages between 45-54 years was 

34 (17.3%). Ages between 55-64 was 17 (8.4%) and above 65 years old, 9 (4.6%). From the 
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results, majority of the respondents ( 69%) working in the NGOs was less than 45 years old. 

This indicates that more of the youthful population was engaged in NGO work in the 

municipality. It was evident from the study that majority of the respondents (55%) who 

participated in the study were male and 35% were female. Those with Basic Education 

Certificate Examination (BECE) were 9 (4.6%), those with Senior Secondary Certificate 

Examination/West African Secondary Certificate Examination, SSCE/WASCE were 53 

(26.9%), and those with Graduate/Diploma Certificates were 106 (53.8%) while those with 

Masters and above were 29 (14.7%). This showed that most of the respondents were graduates 

and had knowledge about leadership styles hence were able to read and understand the 

questionnaire to provide relevant information for the questions. 

There were different categories of NGOs that the respondents were working in. The results 

showed that 40 (20.3%) worked in Agric/Food security sector, 32 (16.2%) worked in the 

Microfinance and Health sectors respectively, 31 (15.7%) worked in the religious sector, 28 

(14.2%) worked in the Water and Sanitation sectors while 34 (17.3%) worked in the education 

sector. These findings showed that the categories of NGOs were fairly distributed across the 

different sectors hence the findings were more representative. 

Table 3 also showed the current position of respondents in the organization. 32% (64) were in 

management position while 68% (133) were in non-management positions. 

The result shows the number of years that respondents had been in their current positions, 

majority (83%) of the respondents had been in their current position between 1-10 years.  

14.7% (29) had been in their position between 11-20 years while. 0.5% (1) had been in current 

position between 21-30 years. Also, 2% (4) had been in their current positions for more than 

30 years. This indicates that less than 20% of the respondents had worked for more than 10 

years in the organization. This indicates the high rate of turnover of staff of NGOs and the 

relatively short lifespan of most NGO work. 

Table 3: Demographic profile of respondent 

Age Frequency Percentage 

25-34 75 38.1 

35-44 62 31.5 

45-54 34 17.3 

55-64 17 8.4 

65 and above 9 4.6 

Total 197 100 

Educational Level   

BECE 9 4.6 

SSCE/WASCE 53 26.9 

Graduate/Diploma 106 53.8 

Masters and Above 29 14.7 

Total 197 100 

Category of NGO 

respondents 

  

Agric/Food security 40 20.3 

Microfinance 32 16.2 

Health 32 16.2 

Religious  31 15.7 

Water and Sanitation 28 14.2 
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Education 34 17.3 

Total 197 100 

Position in organization   

Management  64 32 

Non-management 133 68 

Total 197 100 

Length of years in position   

1-10 163 83 

11-20 29 14.7 

21-30 1 0.5 

Above 30 years 4 2 

Total 197 100 

Source: Field Data (2020) 

Inferential Statistics 

The results from Table 4 showed that transformational leadership, transactional leadership and 

laissez faire leadership had a significant association with the resource mobilization (R=0.785). 

The summary also showed the value of adjusted R square at 0.610. Moreover, the results 

revealed that transformational leadership, transactional leadership and laissez faire leadership, 

jointly accounted for 61.6% of the variation in resource mobilization. This means that 

transformational leadership, transactional leadership and laissez faire leadership jointly 

accounted for 61.6% of factors influencing resource mobilization. It also means that there were 

other factors that contributed to resource mobilization and those factors added up to 38.4%. 

Table 4: Coefficient of Determination 

Model Summary 

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

1 .785a .616 .610 3.65669 

a. Predictors: (Constant), OverallLaissezFair, OverallTransformational, OverallTransactional 

Source: Field Data (2020) 

Table 5: Regression Coefficient 

Source: Field Data (2020) 

Y = α +β 1X1+β 2X2+β 3X3+ β 4X4 + e 

Where: 

Y =  Resource Mobilization (dependent variable) 

X1 =    Transformational leadership 

X2=  Transactional leadership 

X3 =  Laissez-faire Leadership 

E = Error term and α = constant β = coefficient of independent variable 

Resource Mobilization = 0.43 + 0.451. X1+ 0.197 X2+ 0.158 X3+ e 

Variables B Std. Error Beta t Sig. 

Constant -.043 1.700  -026 0.980 

Overall Transformational 0.451 0.045 0.594 10.047 0.00 

Overall Transactional 0.197 0.053 0.226 3.707 0.00 

Overall LaissezFair 0.158 0.048 0.157 3.325 0.001 
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From the regression analysis in Table 5, transformational leadership (β = 0.451, p=0.00) was 

found to have a positive significant relationship with resource mobilization based on the 

multivariate regression model, this is because the p-value was less than 0.05 as indicated in 

Table 4 above. This means transformational leadership contributed positively and significantly 

to resource mobilization. Transactional leadership (β = 0.197, p=0.000) had a positive and 

significant relationship with resource mobilization, this is because the p-value calculated was 

less than 0.05. It means that transactional leadership had significant relationship with resource 

mobilization and therefore, it contributed positively to resource mobilization among NGOs. 

Also, Laissez Faire leadership (β = 0.158, p = 0.001) had positive and significant relationship 

with resource mobilization. The p-value calculated was less than 0.05 and it means that Laissez 

leadership contributes positively and significantly to resource mobilization.  

Effect of Transformational Leadership Style on Resource Mobilization 

The descriptive statistics indicated that about 73% percentage of the respondents agreed that 

transformational leadership played an important role in resource mobilization among NGOs. 

The correlations showed a positive and strong relationship with the resource mobilization and 

therefore, this means that effective use of transformational leadership will lead to better 

resource mobilization outcomes. The value of Pearson correlation was r= 0.737 with a p= 0.000 

and was significant at 0.01 significance level. The regression analysis results also showed a 

statistically significant relationship between the leadership styles and resource mobilization. 

The findings of the regression analysis showed that transformational leadership styles were 

positively related to resource mobilization.  These findings confirm proposition by Muchiri et 

al., (2013) that Transformational Leadership’s (TFL) influence through human capital such as 

individual motivation and attitude or team identity, efficacy, and potency is essential for 

resource mobilization. The findings of this study provide concrete evidence that social capital 

can help us better decipher TFL as a mechanism for impacting resource mobilization outcomes. 

The study used correlation to establish the relationship that exists between the dependent 

Effect of Transactional Leadership Style on Resource Mobilization 

The results indicated that transactional leadership played a significant role in boosting resource 

mobilization. The correlations result also showed a positive relationship between transactional 

leadership and resource mobilization. The value of Pearson correlation was r= 0.642 with a p= 

0.000 which was significant at 0.01 significance level. Also, the regression analysis showed a 

statistically significant relationship between transformational and transactional leadership 

styles and resource mobilization. These findings are in agreement with Hartog (2015) who 

confirmed that transactional leadership represents a viable way of strengthening subordinates’ 

goal commitment by providing the required clarifications for subordinates on how to attain 

work goals and on which intrinsic and extrinsic rewards subordinates will receive upon goal 

attainment thereby motivating them to contribute immensely towards improving resources 

availability in an organization. 

Effect of Laissez Faire Leadership Style on Resource Mobilization 

Many respondents were neutral to the statement that laissez faire leadership style played an 

important role in resource mobilization. Laissez faire leadership has a weak positive correlation 

with resource mobilization. The value of Pearson correlation was r= 0.208 with a p= 0.002 

which was significant at 0.01 significance level. It means that use of Laissez faire leadership 

will lead to marginal improvement in resource mobilization. The regression analysis however 

showed a statistically insignificant relationship between laissez faire leadership and resource 

mobilization. 
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Olulobe (2014) confirmed this study by stating that laissez faire leadership may be the best or 

the worst of leadership styles in situations where managers do not have sufficient control over 

their staff and where subordinate have the power to make decisions about their work. 

Conclusions 

Transformational leadership style or behaviors components such as charisma or idealized 

influence, inspirational motivation, intellectual stimulation, and individual consideration has a 

positive and significant influence in resource mobilization. This implies that the more 

effectively transformational leadership styles are used, the higher the impact on resource 

mobilization. Therefore, the effect of transformational leadership on resource mobilization is 

that it leads to improvement in resource mobilization among NGOs. Transactional leadership 

also contributes effectively towards resource mobilization and this is based on the descriptive 

statistics and the correlation results. Therefore, the effect of transactional leadership on 

resource mobilization is that it leads to improvement in resource mobilization among NGOs. 

Laissez faire leadership style also contributed positively towards effective resource 

mobilization and this is based on the descriptive statistics and correlation result. Therefore, the 

effect of laissez faire leadership on resource mobilization is that it leads to only marginal 

increase in resource mobilization among NGOs. This means that laissez faire leadership style 

if appropriately used in suitable situations can also enhance resource mobilization. The study 

concluded that transformational and transactional leadership are the best for resource 

mobilization in the municipality to be adopted in by NGOs in the global NGO competitive 

environment. Quantitatively, each of the leadership styles has an effect on resource 

mobilization. 

Transformational, transactional and laissez faire leadership styles were found to have positive 

impact on resource mobilization in the organizations taken for this study. This study reveals 

that resource mobilization is associated with leadership style and they have a positive impact 

on resource mobilization. It is important for a leadership style to offer opportunities to 

employees, offer a sense of belonging along with allowing them to participate in the decision 

-making.  

This study has provided deep insights of the impact of leadership styles on resource 

mobilization.  This study used only quantitative data that has significantly reduced the scope 

and applicability of the research. Therefore, the future researches should focus on using 

relevant research methods, along with qualitative methods, for determining the relationship 

between leadership style and resource mobilization. Leadership is a process of interaction 

between leaders and followers where the leader attempts to influence followers to achieve a 

common goal. To implement good leadership style in an organization, the leaders should 

understand position of authority, task structure and expertise and leader member relation 

generally; having appropriate leadership is importance to be success in employee management 

and organization because the success or failure of organizations is often attributed to it. It is a 

widely held belief that leaders do make a difference and a significant impact on the work 

performance of individuals, group and the overall accomplishment of set goals and objectives. 

Managers must know that leadership requires a number of judgments each day that requires 

sensitivity and understanding of various leadership strategies. 
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Recommendation 

The style of leadership among NGOs plays an important role in resource mobilization hence 

managers need to develop desired styles of leadership that facilitates resource mobilization. 

The study affirms the fact that transformational and transactional styles of leadership are more 

important than laissez faire styles of leadership in NGOs, hence managers need to adopt more 

of transformational and transactional style in resource mobilization efforts. In this context, the 

study recommends that organizations should focus on using the transformational and 

transactional leadership styles in the organizations so as to improve resource mobilization. It 

is also to be noted that the study was carried out within a smaller geographic area (Hohoe 

Municipality) and this may have affected the validity of generalization. Further research may 

therefore be needed in a wider scope, such as at the national level. 

Based on the results of study, the factors which affect resource mobilization accounted for 62% 

and it is therefore recommended that further study should be done to find out the 38% of the 

other factors that might affect resource mobilization among NGOs. Apart from leadership style 

adopted by an organization, there are other factors one must take into consideration that can 

affect positively or negatively the resource mobilization efforts in mission and philanthropic 

organizations such as organizational conflict, organizational politics, organizational climate 

and motivation. Future studies should focus on the aforementioned variables and empirically 

establish their relationship with resource mobilization.  
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