CHAPTER TWO
[bookmark: _Toc119050542]LITERATURE REVIEW
[bookmark: _Toc119050543]2.0 Introduction
This chapter covers the conceptual, theoretical and empirical literature on leadership styles and its effect on performance of employees. It begins with brief review on leadership, various theories to inform the study and empirical studies on the effect on employees’ work quality, effectiveness, efficiency and motivation. This section also provided the gap in the existing literature which this study is expected to fill. 
[bookmark: _Toc119050544]2.1 Conceptual Clarifications
[bookmark: _Toc119050545]2.1.1 Concept of Leadership
Leadership is a social influence process that seeks to elicit cooperation and support of individuals towards actualization of some set goals. The process of leadership is a dynamic concept that changes with the context and era of its essence. From the core of human existence, family, leadership plays a vital role in assuring stability and harmonious growth. Filtering into the wider scope of human existence, the society thrives on effective leadership as a pilot for cohesiveness among habitants. At the helm of leadership processes sits the leader; an individual who influences individuals to win their support and cooperation at achieving some set goals. The quality and effectiveness of leadership processes rely heavily on the systemic embodiment of leadership and the strategic fit of the leader. To fully understand contemporary management thought on differences in leadership styles, it is imperative to review, at least briefly, the theories that have helped to shape our thinking about leadership over the past century. Moran (1992),Munirat& Yusuf (2017).
Omolayole (2006) views leadership as that kind of direction, which a person can give to a group of people under him in such a way that these will influence the behavior of another individual, or group. Ngodo (2008) perceives leadership to be reciprocal process of social influence, in which leaders and subordinates influence each other in order to achieve organizational goals. Leadership style is viewed as the combination of traits, characteristics, skills and behaviours that leaders use when interacting with their subordinates (Marturano& Gosling, 2008, Jeremy et al, 2011). 
Amanchukwu, Stanley and Ololube (2015) says leadership involves a type of responsibility aimed at achieving particular ends by applying the available resources (human and material) and ensuring a cohesive and coherent organization in the process.
Northouse (2007) and Rowe (2007) described leadership as a process whereby an individual influences a group of individuals to achieve a common goal. This definition is in line with Jago (1982) which referred leadership as the process on influencing people and providing them an environment to achieve team or people or organizational objectives. 
Barnard (2007) in his opinion sees leadership as the ability to control and motivate people. Hicks and Gullet (2002) says leadership is the ability of one person to influence the behavior of another. Wallance and Szilag (1982) describe leadership as a process involving two or more people in which attempts to influence the behaviour of others towards the accomplishments of some goals.
Leaders often have management responsibilities as they are responsible to innovate, inspire, build trust, make long-range plans, initiate and motivate people to effectively perform their duties and roles in an organization. Leadership is the ultimate act which brings to success all of the potentials that is in an organization and its people and it is a key factor in the life and success of an organization. 
The term leadership means different things to different people. Although no ultimate definition of leadership exists (Yuki, 2002), majority of definitions of leadership reflect some basic elements, including “group” “influence” and “goal” (Bryman, 1992). We think of leadership as the process of influencing others towards achieving some kind of desired outcome.
Stogdill (1989) describes leadership as both a process and a property. As a process, leadership involves the use of non-coercive influence, while as a property it specifies the set of characteristics attributed to someone who is perceived to use influence successfully. Blake and McCanse (1991) see leadership as a process whereby an individual influences a group of individuals to achieve a common goal. From the foregoing definitions, one can reasonably posit that while there are a variety of leadership definitions out there, there is a specific component that is central to the majority of these definitions. Thus, “influence” is central to most definitions of leadership especially the ones given above. However, the concept of influence used here connotes the leader’s ability to accomplish much more in association with others than the strictly formal components of organization would appear to permit. Rowe (2007) affirms that “influence” involves getting people to do what you want them to do thereby providing means or methods to achieve two ends of operating and improving the organization. Operating and improving the organization by the leader boarders on one’s commitment to integrity, transparency and service to the organization and community at large. While transparency is very vital in an organization where status and greed have characterized leadership in the past, there is always a price for attempting to cultivate integrity, transparency, and provide service to humanity. The price according to Akanni (1987) is usually rejection and cynicism and members of the organization call the leader names. 
Stacks (2010) defined leadership as “interpersonal influence exercised in a situation and directed, through the communication process, toward the attainment of the specialized goal or goals” (cited in Ali, 2012). According to Northouse (2004), leadership is directing a group of people to accomplish designated goal. Yuki (2008) defined leadership as a process where one person exerted influence intentionally to a group of people in an organization through relationship, structure, and guide. Leadership, as defined by Gharibvand (2012) is how the leader communicates in general and relates to people, the way in which the leader motivates and trains the subordinates and the way leaders provides direction to his/her team to execute their tasks. Sharma & Jain (2013) defined leadership as a process of which a person influences other people to accomplish an objective and directing in a way that makes it more cohesive and coherent.
A look at the definitions given by various authorities revealed the following:
Social influence process to elicit cooperation and support of individual;
Influencing a group of individual to achieve common goals;
Influence on behavior of others;
Group influence and goals;
Non-coercive influence; and
Attainment of goals.
Managing these definitions together, it can be stated that leadership is a process of influencing group behavior in a coordinated and cooperative manner to achieve and attain the goals of organization.
[bookmark: _Toc119050546]2.1.2 Concept of Leadership Style
The concept and definition of leadership and style may differ from one person, or situation, to the other, leadership style in an organization is one of the factors that play significant role in enhancing or retarding the interest and commitment of the individuals in the organization. Leadership is a process whereby an individual influences a group of individuals to achieve a common goal (Northouse, 2007).
The U.S military has studied leadership in depth and one of their definitions is a process by which a person influences others to accomplish a mission (U.S. Army, 1983).The definition of leadership style vary from one individual to another, it stands to reason that their way of going about things will definitely vary no matter how small the difference. They also affect to a very large extent, the way these leaders perceive and react to issues and situations.
[bookmark: _Toc119050547]2.1.3 Factors of Leadership
There are four primary factors of leadership as stated by U.S. Army (1983), which all leaders should be in tune with so as to exercise leadership, but at different moments as they affect each other differently. 	
i. Leader
A leader must have an honest understanding of who he is, what he knows and what he can do. It is the followers, not the leader or someone else who determines if the leader is successful. If they do not trust or lack confidence in their leader, then they will be uninspired. To be successful, a leader will have to convince the followers, not himself or the superiors.
ii. Followers
A follower is a person who agrees with the beliefs or listens to the lead or commands of another. Different people require different styles of leadership. A person who lacks motivation requires a different approach than one with a high degree of motivation. You must know your people. The fundamental starting point is having a good understanding of human nature, such as needs, emotions and motivation. 
iii. Communication
Leading is through two-way communication. Much of it is nonverbal. What and how a leader communicates either builds or harms the relationship between him and the followers. 
iv. Situation
All situations are different. What you do in one situation will not always work in another. You must use your judgment to decide the best course of action and the leadership style needed for each situation. Situation always has a greater effect on a leader’s action than his or her traits. This is because while traits may have an impressive stability over a period of time, they have little consistency across situations (Mischel, 1968). 
[bookmark: _Toc119050548]2.1.4. Leadership Style Approaches
Four of the most basic leadership styles are: Autocratic, Bureaucratic, Laissez-faire and Democratic. This research will briefly define each style and describe the situations in which each one might be used.
[bookmark: _Toc119050549]2.1.4.1. Autocratic Leadership Style
Autocratic leadership style which was later named as classical leadership is the extreme strict principle in which the leader maintains a master-servant relationship with members of the group. The autocratic leader is task centered and his/her focus is to get a certain task done quickly. Autocratic leader makes all the decisions and assigns tasks to members of the group. In organizational environment these leaders are usually powerful CEOs who hold multiple titles (chairman, CEO, president), receive high compensation, and often control large shareholdings to dominate companies (Muller, 2007). These leaders are usually blessed with a charismatic and self-confident personality. Autocratic leaders use their position to pursue aggressive and visionary goals and their power through organization culture, press and media to praise their own initial success. Autocratic Leadership Style is task centered and his/her focus is to get a certain task done quickly. Autocratic leader makes all the decisions and assigns tasks to members of the group. 
The main advantage of autocratic leadership style is that it gets things done quickly. Moreover, it ensures that the leader gets listened to and lets team members know when their behavior is unacceptable. However, autocratic leadership style has many disadvantages and it is considered as a destructive leadership behavior (Sorenson, 2010). This leadership style can distance team members from the leader which can cause low level of job satisfaction and trust in the organization. Basically any organization that relies on the ability of a single person is living dangerously. As suggested by various scholars the major cause of organizational decline is a top executive who has too much power and some of the main disadvantages of autocratic leaderships are that it does not allow team members to think for themselves and this limits innovation and employee participation. Moreover, this leadership style can distance team members from the leader which can cause low level of job satisfaction and trust in the organization.
According to Luthans (2002), the following are the advantages of Autocratic Style of Leadership;
Good control overview: It provides simplified and clarified priorities which makes work faster and precise.
Unimpaired programme: 
Laws: Youth protection laws 
No long discussions: It allows fast decisions to be made. 
Group members know what they must do as it removes pressure on the employees.
Rules give security: The policies and procedures provide a deeper commitment to safety.
Discipline: It allows discipline as all members are guided by certain rules and conducts that provides authoritative results. 
He also gave the following disadvantages of Autocratic style of leadership as follows;
Defiance: This style of leadership may lead to open flout or challenge of authority.
No development of freedom of choice: Strict compliance becomes necessary as employees are not in the position to operate with freedom.
Listlessness: This is having or showing little or no interest as a result of rigid control. 
Less own initiative: The employee may lack initiative because of fear, hatred toward other members or authority and inability to decide what to do. 
No trust: Rules are placed for employees to follow so as to create consistency but do not make trust a priority. Therefore, the partnerships formed by employees are with the rules, not with people, and that helps to drive down morale over time. 
Less or no self-confidence: Autocratic style of leadership encourages low self-esteem and employees can often feel unlovable, awkward and incompetent.
Hierarchy is promoted: It is a system that permits people to be rated or arranged according to their importance.
Group interests are suppressed 
Rivalry amongst the group members 
Ability to criticize is suppressed 
The independence of the group is weakened by the authority of the leader 
Talents are not recognized and therefore, not promoted 
Fear turns into aggression, therefore, violence is inevitable.
[bookmark: _Toc119050550]2.1.4.2. Democratic Leadership Style
The democratic leadership style is also called the participative style as it encourages employees to be part of the decision making (Gastil, 2012). The democratic manager keeps his or her employees informed about everything that affects their work and shares decision making and problem solving responsibilities. This style requires the leader to be a coach who has the final say, but gathers information from staff members before making a decision. Democratic leadership can produce high quality and high quantity work for long periods of time. Many employees like the trust they receive and respond with cooperation, team spirit, and high morale. Typically, the democratic leader develops plans to help employees evaluate their own performance, allows employees to establish goals, encourages employees to grow on the job and be promoted, recognizes and encourages achievement. 
Like the other styles, the democratic style is not always appropriate. It is most successful when used with highly skilled or experienced employees or when implementing operational changes or resolving individual or group problems (Leban, 2014). The democratic leadership style is most effective when the leader wants to keep employees informed about matters that affect them, the leader wants employees to share in decision-making and problem-solving duties, and when the leader wants to provide opportunities for employees to develop a high sense of personal growth and job satisfaction. It is also effective when there is a large or complex problem that requires lots of input to solve, changes must be made or problems solved that affect employees or groups of employee and when one wants to encourage team building and participation (Aronson, 2011). Democratic leadership should not be used when there is no enough time to get everyone's input, it's easier and more cost-effective for the manager to make the decision, the manager feels threatened by this type of leadership and when employee safety is a critical concern
Aronson (2011) stated some advantages of Democratic Style of Leadership which are as follows;
Self-sufficient: To be emotionally and intellectually independent enhance people to have a strong internal locus of control.
Compromises are agreed: This is an agreement in an argument in which the people involved reduce their demands or change their opinion in order to have a common agreement.
Motivating: Employees are motivated through distribution of power, empowerment and participation in decision making.
Varied ideas: It promotes free flow of ideas that becomes more usable for each person.
Has the confidence of the group members: This style of leadership promotes trust and boosts the self-confidence of each member.
Strengthens public interests 
Prohibitions are understood 
An understanding of most problems: It helps to understand and solve complex problems with the best possible solution by tapping into creative resources of others.
The possibility to grow creatively is given: It encourages creativity that promotes higher levels of productivity and insightful inputs. 
Freedom of opinion: Different people on any given team are experts at something, this style of leadership gives every member the opportunity to contribute their opinions so as to expand the knowledge base of the organization.
Equal rights: Every employee has equal right and values. 
Makes integration of outsiders possible 
Aronson (2011) gave the following disadvantages of Democratic leadership style, which are;
Time consuming for the leader: Democratic leadership style requires extra time to implement a decision which can hinder productivity and reduce the pace of workflow.
Difficult for the leader: It can cause mismanagement of opinions for a leader if misapplied.
No optimal solutions: A leader may never reach a true consensus and may find it difficult to make a choice from the best available solutions. 
[bookmark: _Toc119050551]2.1.4.3. Laissez-faire Leadership Style
Laissez-faire leadership, also known as delegative leadership, is a type of leadership style in which leaders are hands-off and allow group members to make the decisions. Researchers have found that this is generally the leadership style that leads to the lowest productivity among group members. The laissez-faire leadership is the extreme loose principle which includes non-interference policy that allows complete freedom to all the employees and has no particular way of attaining goals (Cummings, 2010). This style of leadership is people centered and the leaders leave the group to make its own decision without participating or even setting a deadline for the decision. 
In this style, leader hopes that the group will make the right decision the main advantage of this style is that it lets the team members to bond and can lead to successful decisions if group members take ownership and responsibility of the task. However, the main disadvantage is that employees will often perceive the leader as indifferent to the organization and they might make the wrong decision without even realizing it. Since there is absolutely no control or guidance in this style of leadership wrong decisions can impose devastating effects on organizations (Stafford, 2010). Laissez-faire can also be considered as a destructive leadership behavior because in the absence of the leader's control some individuals can dominate group decisions and bully other members in the group. 
Consequently, laissez-faire leadership can be effective in situations where group members are highly skilled, motivated and capable of working on their own. While the conventional term for this style is 'laissez-faire' and implies a completely hands-off approach, many leaders still remain open and available to group members for consultation and feedback. Laissez-faire leadership is not ideal in situations where group members lack the knowledge or experiencethey need to complete tasks and make decisions (Egri, 2011). Some people are not good at setting their own deadlines, managing their own projects and solving problems on their own. In such situations, projects can go off-track and deadlines can be missed when team members do not get enough guidance or feedback from leaders.
Advantages of Laissez-faire Style of Leadership 
1. Freedom to choose: It gives freedom to employees to take decision.
2. No burden on the team members
3. Creativity: Laissez-faire leadership helps to bring creativity in the organization when the leader gives freedom to employees, they started taking new initiatives for the company and bring new ideas. 
4. The group leader hardly requires any preparation time
5. Independence: Laissez-faire management will work well with employees who prefer to work independently, figure out solutions to problems on their own and glean satisfaction from a chance to pursue their passions. 
6. Less chance of the leader being unpopular 
Disadvantages of Laissez-faire Style of Leadership 
1. The group attempts to overstep the limit: Members might overstep their limit through freedom of initiatives and decisions which could result to ambiguous objectives which are outside the objectives of the organization.
2. Tolerance between the group members is destroyed
3. Misuse of rules: when decisions are left to employees, there can be misuse of rules and regulations which may hinder productivity. 
4. Team members are no longer taken seriously 
5. No responsibility: Team members receive work with no job description or guidance, they might not be sure about their role within the group.
6. Weaker members are held back: This style favours success oriented members rather than collective contribution of ideas of all members of the group. 
7. Resignation: It leads to employees’ turnover when there is zero guidance on how to achieve success.  
8. Passivity: When employees are unfamiliar with their task, they will not make as much effort as they can. 
9. No We Feeling: Employee tends to get frustrated with not being in the know regarding what they are supposed to accomplish. 
10. The group does not stick together: Without a guiding voice, different groups of employees might engage in interdepartmental conflict.
[bookmark: _Toc119050552]2.1.5 Determinants of Leadership Style
There are very many studies on leadership but none has been declared as possessing the answer to the leadership question. Each study attempts to make contribution by breaking new grounds or refining existing studies. According to Ile, (1999) researchers using the trait and behavioural approaches showed that effective leadership depends on many variables, such as organizational culture and the nature of tasks. No one trait was common to all effective leaders, no one style was suitable in all situations. Ejiofor (1967); Shetty (1978) and McGregor (1960) argued that the style of leadership is a function of seven main variables, namely:
i. The personality of the leader;
ii. The personality of his subordinates, peers and superiors;
iii. The leaders’ authority in the organization;
iv. The relationship between the leader and his subordinates;
v. The nature of the organization;
vi. The structured facing the team;
vii. The organization’s external environment.
Stoner and Freedman (1992) asserted that the various theories that constitute the contingency approach to leadership focus in the following factors to be major determinants of leadership style:
The leader’s personality, past experiences and expectations;
The superior’s expectations and behaviour;
Task requirements;
Peer’s expectations and behaviour;
Subordinates’ characteristics, expectations and behaviour;
The organizations’ culture and politics.
Ile (1999) argues that the determinants of the leadership style are as follows:
The leader’s personality, experiences and expectations;
The superior’s expectations and behaviour;
Peers’ expectations and behaviour;
Subordinates’ characters, expectations and behaviour;
The leader’s position power and authority;
The relationship between the leader and his followers;
The nature and size of the organization;
The organization’s culture and policies;
The organization’s structure;
The organization’s environment;
Time element;
The nature of the goal the members are striving to achieve.
[bookmark: _Toc119050553]2.1.6 Employees’ Performance
Performance of the employee is considered as what an employee does and what he does not do. Employee performance refers to how workers behave in the workplace and how well they perform the job duties they are obligated to do. Performance also refers to work effectiveness, quality of work and efficiency at the task level. Individual performance affects the team and organizational performance.  When employee performance is poor, the organization may not be able to satisfy the customers and thus see negative impacts in the profits, company reputation and sales. 
In addition, employees’ performance involves quality and quantity of output, presence at work, accommodative and helpful nature and timeliness of output. According to the results of the study conducted by Yang (2008) on individual performance showed that performance of the individuals cannot be verified. Performance is a relative concept set of time-based measurements of generating future results (Corvellec, 1995). Performance is important to us as people and as organizations. Often performance is identified or equated with effectiveness and efficiency (Neely, Gregory and Platts, 1995). As the performance of an organization is dependent on the quality of the workforce at all levels of the organization (Temple, 2002), it is essential to discuss the concept of individual performance.  Hakala (2008) argued that, performance measurement is an on-going activity for all managers and their subordinates, the measurement and its indicators are quantity, quality, timeliness and cost effectiveness. 
[bookmark: _Toc119050554]2.1.7 Components of Employee Performance
[bookmark: _Toc119050555]2.1.7.1 Employees’ Effectiveness
Employees’ Effectiveness means 'doing the right things or occupying oneself with the right things. The concept 'effectiveness' is linked to the assumption that organizations are goal-oriented. The focus is on the actual attainment of organizational goals and not so much on the means necessary to reach them or the speed at which they are reached. For this reason, not everything that is effective has to be efficient; but everything that is efficient has to be effective.
Effectiveness is essential for improving results; and in order to perform effectively, clarity is needed. If your employees do not know what results are expected of them, there is a risk that they will work but will not perform. They are not doing the right things and so contribute insufficiently to the success of the organization. In relation to the theory of “goal setting”, employee effectiveness can be assumed as enhanced level of employee performance that would lead to higher productivity (Terpstra and Rozell 1994).
[bookmark: _Toc119050556]2.1.7.2 Employees’ Efficiency
Employee Efficiency is the ability to act or produce effectively with a minimum of waste, expenditure or unnecessary effort. The focus is on the resources and speed with which organizational goals are achieved. Employee efficiency is an employee characteristic and relate to the speed and accuracy of an employee at the job task. The more efficient the employees are the more productive they will be if managed correctly.
Something is only efficient when it is effective.  In other words, something is efficient if it has a useful effect. Therefore, efficiency and effectiveness goes hand in hand because the effectiveness of an organization is determined by how successfully the resources are assigned in order to achieve the set goals. 
Working effectively and efficiently are clear signs of a good performance, although variables are interdependent. But not only do the variables influence each other, they also influence and are influenced by other factors. Role clarity, for instance, is key for employees to be able to work effectively and efficiently. Role clarity is instrumental to a good, productive working atmosphere. As long as employees know what their tasks are, the best way is to perform their duties, and what the priority for each task is, they will feel less pressure while working and will be more productive. Having a clear picture of their role paves the way for effective and efficient working. Moreover, it will stimulate employees to invent even more effective and efficient ways to achieve their, and the organization’s, goals. This has a direct influence on performance.
Leadership also plays a big part in role clarity and productivity. A supervisor or manager portraying great leadership will motivate employees and provide clarity and feedback wherever necessary; thus enabling his employees to go the extra mile, to work more effectively and efficiently and to produce more with less effort.
[bookmark: _Toc119050557][bookmark: _Hlk118989853]2.1.7.2 Work Quality
The work quality is the value of work delivered by an employee, team or organization which includes task completion, interactions and deliverables. Work quality means consistently achieving expectations while having a positive, ethical working environment. It means getting work done rightly, efficiently, effectively, accurately, smartly and smoothly. 
The quality of work can be evaluated with accuracy, thoroughness, competence, productivity level, time management, skills and understanding of work, communication skills and relationships with others. 
[bookmark: _Toc119050558]2.1.7.3 Employees’ Motivation
Nowadays, employee motivation is considered as one of the most vital parts in reaching the success and prosperity of business in such a dynamic and fierce market competition. According to Pinder (1998), employee motivation is a set of energetic forces, including internal factors of each individual as well as external factors, for example, job characteristics, individual differences and organizational practices. In other words, employee motivation should be a complete combination of employee’s needs and expectations that created from work, and the workplace factors that enable employee motivation. Satisfying those factors to increase employee motivation is absolutely a huge challenge for every employer. As a result, each leader has to understand his or her employees’ requirements, needs, or expectations and generate a suitable work environment to motivate employees Luomanpaa, (2012). Nevertheless, within all the functions a leader performs, motivating employees is assumed as the most complex task. This is because in the workplace what motivates employees, changes constantly Bowen and Radhakrishna (1991). 
According to Ramlall, (2004), key factors contributing to employee motivation are employees’ needs, working environment, responsibilities, supervision, fairness and equity, effort, employee´s development and feedback and rewarding. Luomanpaa, (2012) claimed that encouraging employees for achieving their goals is important in creating an enjoyable work environment. Appreciation goes with positive feedback; verbal praise can improve remarkably employee motivation. In addition, employees should be invited to share their experiences in, and co-workers’ contributions toward, accomplishing the goals. About work environment and tasks, Ramlall, (2004) suggested workplace, which brings productive, respectful, provides a feeling of inclusiveness and offers a friendly atmosphere should be established. Ramlall, (2004) also suggested that rewards lead to higher level of motivation as well as performance. To influencing individual or group behaviors, rewards are management tools that contribute positively to firm’s effectiveness. Common types of rewards are used by most of businesses, namely: payment, promotion, bonuses to motivate and encourage high-level performances of employees Reena, (2009). Nonetheless, the degree of employee motivation does not depend totally on money incentive; instead, there are many ways (as mentioned above) of increasing employees work motivation Singh and Vivek (2011).
[bookmark: _Toc119050559]2.2 Theoretical Framework
The study adopted two theories; behavioural leadership theory and transformational leadership theory.	
[bookmark: _Toc119050560]

2.2.1Behavioural Theory
Behavioural theories of leadership focus on the study of specific behaviours of a leader. For behavioural theorists, a leader behavior is the best predictor of his leadership influences and as a result, it is the best determinant of his or her leadership success. This approach provides real marketing potential, as behaviours can be conditioned in a manner that one can have a specific response to specific stimuli. 
Behavioural theories of leadership emphasized more on studying the determinants of behavior of a leader and concluded that using these determinants, leadership style can be learned. According to Northouse (2007), and as reviewed by Asral-ul-haq & Anwar (2018), the behavioral theories include two types of behaviors: task behaviors and relationship behaviors. The task behaviors are related to the task accomplishment whereas the relationship behaviors motivate the followers to carry on their efforts. The underlying assumption of behavioral theories of leadership is that, it is possible to learn leadership behavior and styles through training (Allen, 1998). In this regard, Ohio and Michigan studies are considered significant contributions in the development of behavioral theories. The first contribution was from Ohio State University researchers (Stogdill, Coons, Halpin & Winer, Fleishman) who came up with some influential theories of leadership that remained popular during 1950s and 1960s (Gill, 2006). They worked on leadership behaviors in military (Stogdill & Coons, 1957) and found that leadership styles are practiced in different ways. Most of the time, they influenced their followers by initiating structure and consideration. In initiating structure, the leaders organize work, define the tasks and schedule the work activities for their followers. In consideration, they develop an atmosphere of respect and trust with the followers. The effective leaders use both initiating structure and consideration at the same time at different degrees. The second major contribution in development of behavioral theories is from the University of Michigan studies (researchers include Katz & Kahn). They identified ‘concern for task’ (product oriented) and ‘concern for people’ (employee oriented) behaviors as common leadership behaviors (Blake & Mouton, 1994; Likert, 1967; Gill, 2006). This model of leadership behaviors was called the managerial grid (Blake & Mouton, 1994) and then renamed as leadership grid. The production-oriented behavior focuses on the technical aspects of task accomplishment. The employee-oriented behavior focuses on followers to take them as human beings, to value their individuality, and to pay particular attention to their needs. A review of the Journal of Educational leadership and Policy by Chioma Euriel Uzohue et.al identified behavioural theory of leadership based on the belief that great leaders are made, not born. This leadership theory focuses on the actions of leaders not on intellectual qualities or internal states. According to behavioural theory, people can learn to become leaders through training and observation. Naylor (27) noted that interest in the behavior of leaders has been stimulated by a systematic comparison of autocratic and democratic leadership styles. It has been observed that groups under these types of leadership perform differently. Behavioural theory assumes leaders can be made, rather than are born which means that people can learn to become leaders through teaching, participation and observation.
[bookmark: _Toc119050561]In the light of the above, behavioral theory promotes the value of leadership styles with an emphasis on concern for people and collaboration. It promotes participative decision making and team development by supporting individual needs and aligning individual and group objectives. It helps leaders in an organization evaluate and understand how their behavioral style affects their relationship with their employees and the role it takes on their performances towards organizational goals. This theory helps managers find the right balance between different styles of leadership, and helps them decide how to influence the followers for a better result.
2.2.2 Transformational Leadership Theory
According to Bass (2006) the transformational leadership was coined by Burns (1978). Transformational leadership theory has evolved from and contains elements of preceding leadership types, such as trait and behaviour theories, charismatic, situational and transactional leadership. The Transformational Leadership theory states that this process is by which a person interacts with others and is able to create a solid relationship that results in a high percentage of trust, that will later result in an increase of motivation, both intrinsic and extrinsic, in both leaders and followers. 
Transformational theory focus upon the connections formed between leaders and followers. Transformational leadership is the leader’s ability to motivate followers to rise above their own personal goals for the greater good of the organization. Bass (2006) theorized that the transformational style of leadership comes from deeply held personal values which cannot be negotiated and appeals to the subordinates’ sense of moral obligation and values. Bass declared there were four types of transformational leadership behavior, namely idealized influence (charisma), inspirational motivation, individualized consideration, and intellectual stimulation. 
According to transformational leadership theory, a leader can make a positive difference in an employee’s life and Bass Transformational Leadership Theory may be a solution in various cases. The theory enhances the motivation, morale, and performance of followers through a variety of mechanisms (Bushra, 2011). These include connecting the follower's sense of identity and self to the project and the collective identity of the organization; being a role model for followers that inspires them and makes them interested; challenging followers to take greater ownership for their work, and understanding the strengths and weaknesses of followers, so the leader can align followers with tasks that enhance their performance.
[bookmark: _Toc119050562]2.3. Empirical Review
Ojokuku, Odetayo, & Sajuyigbe (2012) conducted research on the Impact of leadership Style on Organizational Performance: A Case Study of Nigeria Bank in Nigeria. The sample size used by the researchers is 60. The study contained twenty of random picked banks in Ibadan, Nigeria. A structured questionnaire was used to collect data from the heads of accountants, heads of operations, and branch managers on face-to-face basis. Inferential statistical tool was used and one hypothesis was formulated to analyze data. Regression analysis was used to study the dimensions of significant effect of leadership style on followers and performance. The findings showed that there was positive and negative correlation between performance and leadership style. There was 23 percent variance of performance found in leadership style jointly predict organizational performance. This study concluded that transformational and democratic leadership styles have positive effect on both performance and followers, and are highly recommended to banks especially in this global competitive environment. 
Dalluay & Jalagat (2016) conducted a research on title ‘Impacts of Leadership Style effectiveness of Managers and Department Heads to Employees’ job Satisfaction and Performance on Selected Small-Scale Businesses in Cavite, Philippines. The sample size used is 150. Survey questionnaires were designed to study the effects of manager leadership styles on employees’ performance and satisfaction. 150 respondents were selected from corporations in Cavite, Philippines through random sampling with Slovin formula wit n = N/(1+Ne2). Data were analyzed by using weighted mean, percentages, multiple regression and correlation coefficient. Percentages specifically were used to analyze demographic variables (gender, age, length of service and leadership styles). Weighted mean was used to survey questionnaires on leadership styles, and correlation coefficient and multiple regression were used to study the relationship between variables on leadership style, job performance and job satisfaction. The finding concluded that corporations should constantly making the most of leadership style which enhances employee’s performance and employee job satisfactory level even though there are still rooms for improvements.
Hurduzeu (2015) researched on the impact of leadership on organizational performance. The main objectives of the study were to find out the concepts and types of leadership behaviors and investigate the impact of leadership behavior on organizational performance in the case company D&R Cambric Communication. Both the qualitative and quantitative research method was used in the study. There were 29 respondents out of a total 54 employees in the company. The results driven from the research showed that there was a strong impact of leadership behaviors on organizational performance. The leadership behaviors were found out to be very important key factors for the growth of the companies in the service sectors. 
Leng (2014) studied on the impact of leadership styles on employee productivity in retail industry. Questionnaires were used as the research instrument. A total of 384 sampling size were chosen for the survey. The 400 questionnaires were distributed to collect the responses from the employees in the retail industry. The questionnaires were distributed to the retail employees from three states of Malaysia, including Perak, Johor, and Penang. The results of the research showed that there was a significant relationship between the leadership styles and employee productivity, which means there was a significant impact of leadership styles towards the employee productivity in the retail industry.
Kerario (2013) studied on the impact of transactional leadership on the performance of employees in Kenya: the case of Mumias Sugar Company. The study aimed at showing the impacts that this form of leadership had on the employees of an organization in terms of their performance rate. It was a representative study in design with a cross sectional component whereby all relevant parties were involved. The study population was specific employees of Mumias Sugar Company selected for the study. Questionnaires were used to collect relevant data. The findings indicated that there was a positive relationship between transactional leadership and subordinate job satisfaction which intern yields performance. 
Furthermore, Bushra (2011) examined the different leadership styles on employees' performance in Pakistan. The primary focus of the study was to investigate the impact of leadership style on employees' performance. The study used quantitative approach to measure the impacts of leadership on performance. Data was collected through structured questionnaire in which respondents were issued with close-ended questionnaires. The study found out that the relationship between employees' performance with democratic style was statistically significant. It concluded that if the leader involves the employees in decision making process, having friendly relationship with them and decrease their stress at work place, he can maximize their productivity.
Mukui (2011) did a research on the effect of transformational leadership on employee performance: a survey of five selected faith-based non-governmental organizations in Nairobi County. Stratified Random sampling technique was used to draw the sample. A questionnaire and an interview guide were used for data collection with closed ended questions designed for the employees while an open ended interview guide was designed for leaders. A descriptive survey design was used whereby leaders practicing transformational leadership as well as their subordinates subjected to this type of leadership formed the population of the study. Findings of this study indicated that transformational leadership in faith based non-governmental organizations led to employee performance to some degree. 
A research was conducted by Widayanti & Putranto (2015) on ‘Analyzing the Relationship between Transformational Leadership and Transactional Leadership Style on Employee Performance in PT.TX Bandung in Indonesia’. The sample size used by the researcher was 92. The objective of this research is to find the relationship between transactional and transformational leadership to employee performance and the significant relationship between these two variables. This research consists of primary and secondary data. Primary data was collected through Multifactor Leadership Questionnaire (MLQ) based on Slovin Theory method. Secondary data was collected from the office assessment of employee performance. Validity and reliability test were used to measure quality of data. Multiple regression analysis is used to find the relationship because it has more than one independent variable. Data was sent for pass the classic assumption tests such as multi-collinearity test, normality test, heteroscedasticity test and autocorrelation test before multiple regression analysis. The result proved that transactional and transformational leadership has positive relationship and it effects to employee performance either concurrently or partially. 
Nasir, Nordin, Seman, and Rahmat, (2014) did a research on The Relationship of Leadership Styles and Organizational Performance among IPTA Academic Leaders in Klang Valley Area in Malaysia. The study used correlation methods to measure the relationship between leadership styles and organizational performance. Five public universities in Selangor were chosen. 201 academic leaders were chosen as the sample size. The questionnaire prepared in a form of closed-ended questions. The survey instruments from Kouzes and Posner Leadership Practices Inventory-Individual Contribution Self Survey (1997) and Multifactor Leadership Questionnaire (MQL) had been adapted. Likert-Scale was used. All data were analyzed by using SPSS version 20.0. The hypothesis testing from normality test with Normal Probability Plots for variables and other visual presentation measures such as histogram and box plot. Pilot test is used to test the consistency of questionnaire. Cronbach’s alpha is used to test reliability. The findings concluded that leadership behaviours are interrelated and have high positive impact with organizational performance. 
Sakiru, Enoho, Kareem, and Abdullahi, (2013) conducted a research on title Relationship between Employee Performance, Leadership Styles and Emotional Intelligence in an Organization in Malaysia. Sample size used by the researchers is 180. Data was collected using three instruments; Multifactor Leadership Questionnaire, ECP and parastatal performance evaluation process.
Work performance was taken and recorded using organization’s performance evaluation process. ECP factors are used to measure emotional intelligence. Cronbach’s alpha reliability coefficient is used for MQL factors. Linear regression analysis is used. These findings concluded that there is a substantial relationship between worker performance with emotional intelligent and leadership style. 
Ismail, Tiong, Ajis, and Dollah, (2011) worked on a research titled Interaction between Leaders and Followers as an Antecedent of Job Performance: An Empirical Study in Malaysia. Sample size used by the researchers is 200. This study used a cross-sectional method to integrate the research literature, the in-depth interview, pilot study and the actual survey to collect data. Convenience sampling technique was used. SPSS version 16 is used to analyze validity and reliability of data. Pearson correlation analysis and descriptive statistic is used to access research variables. Standardized coefficient of Stepwise regression analysis was used. The findings confirmed that interaction between leaders and followers does act as full antecedent of job performance. 
Based on various studies conducted before, several variables have been adopted in this study to measure employee performance. Democratic leadership has been adopted as an independent variable (Iqbal, Haider and Anwar, 2015). Autocratic leadership was also adopted as an independent variable (Akor, 2014; Iqbal, Anwar and Haider, 2015). Laissez-faire leadership was also adopted as an independent variable (Wang & Huynh, 2013; Barbu, 2011). Employee performance has been adopted as the dependent variable (House, 1991; Haddad, 2011; Sean & Hong, 2014; Malik, 2014).
[bookmark: _Toc119050563]2.4 Gap in the Literature
From the relevant literature reviewed, most of the research findings between leadership styles and employees’ performance have no clarity or consensus reached on the particular leadership style suitable for organizations. However, there were some variances in their findings.  Also, some leadership strategies described were not subjected to statistical analysis and most of the leadership theories and techniques were based on western philosophies. The literature indicated the relationship between leadership styles and employees’ performance but however require further attention. This is attributed to a gap in the literature that supported the need for more inquiry into evidence-based leadership styles that promote successful practices in organization settings so as to enhance employees’ performance. It is hoped that this study will fill the gap in literature as there is need for progressive attention on the effect of leadership style on the performance of employees.  This exploration will consider the relationship between leadership styles and performance of employees in, Central Specialist Hospial Sango, Otta . This critical task can meaningfully add to the knowledge of leaders in the health sector and other organizations to be able to pilot the affairs of the organization even in an unstable and traumatic situations and terrain of the 21st century.






