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CHAPTER ONE
INTRODUCTION

1.1 BACKGROUND TO THE STUDY

Leadership is a key determinant of the success or failure of organization. Effective leadership is essential for every organization management and leadership style is an important variable having significant impact on the success of the organization. In practicing, there are many problems facing an organization and the causes of the problems facing an organization and the managers. Some of them may have insufficient competencies or their traits may not fit with the nature of their work. Besides, they may use inappropriate leadership styles in dealing with subordinates on projects. Effective performance and great work outcomes from subordinates are always desirable, but they do not always happen. People normally respond well only to appropriate types of leadership. The best style would lead them to work effectively (Likhit wonnawut, 1996). 

Leadership is one of those qualities that you know when you see it, but is difficult to describe. There are almost as many definitions as there are commentators. Many associate leadership with one person leading. Four things stand out in this respect, first, to lead involves influencing others second, where there are leaders there are followers. Third, leaders seem to come to the fore when there is a crisis or special problem. In other words, they often become visible when an innovative response is needed. Fourth, leaders are people who have a clear idea of what they want to achieve and why. Thus leaders are people who are able to think and act creatively in non routine situation and who set out to influence the actions, beliefs and feelings of others. In this sense being a “Leader” is personal. It flows from an individual’s qualities and actions. 

However, it is also often linked to some other role such as manager and expect. Here there can be a lot of confusion. Not all managers. Leaders need a new mix of competencies to properly shape their board and develop the subordinates to meet 2ls century challenges. Shifting cultures, rapidly changing technology and other factors will require new patterns of leadership. The 21st century leaders will need greater awareness of diverse factors and new sets of competencies-characteristics that lead to success on the job-to help them make relevant, correct and timely decisions in the leadership of change and leadership of people. An important factor in the leadership process is the relationship that followings are central to the overall functioning of an organization (Noor mala and syed, (2009); Graen and Uhlbien, (1995)). High quality leader follower relationships have been found to have impact on employee performance, organizational commitment, delegation, empowerment and job satisfaction normal for this study is that good leader follower relationships are vital to ensure the effective functional of any organization.

Leadership is mainly considered to be one of the key functions of manization. The ability to perform the administrative role however, rests on a particular administrator, which is referred to as leader; it is without any exaggeration mainly by any of the numerous decrees while persuasion influence powers threat of force appeal to legitimate right.

The person who occupies a leadership position must transmit hid feelings and exhortation to his followers by the process known as communication, the successful leader to the one who can appeal to his constitute in a meaningful way, leader sum to his satisfy the needs of the followers. The role leadership cannot be over emphasized in the achievement of the organizational objective, the goal and objective of an organization cannot be realized in the absence of a leader. An organization without leadership cannot be efficient and effective because the employees will not know what it is actually expected of them.

We can never achieve the strongest group co-operative unless someone makes it appealing. That person is the leader. Although, leadership is a complex phenomenon, its importance cannot be over emphasized in an organization, it importance cannot be over emphasized in an organization. It concerns and interested in how people can be brought together to work together for a common and that is organizational growth effectively and happily. A leader must have competent knowledge of technicalities and jargons which the work required.
In other words, he must have knowledge of the broad policies of the organization if he wants to establish confidence, he must also have a reputation for keeping his promises and words nonetheless the leader must exercise good judgment and honour in all matters both personal and business. Effective leadership is one of the keys of being an effective manager or administrator.

1.2 STATEMENT OF THE PROBLEM

In recent times, many organizations in the production industry have recorded cases of immoral and unethical practices, gratifications, high labour cutover, inability to meet basic required obligations, and incessant financial distress syndrome, which has led to many organization been acquired. This may be as a result of lack of effective leadership. The prime motive of many organizations is to achieve its stated objectives, hence the need to effectively coordinate and motivate the workers by an effectives leader. Unfortunately some organizations do not take cognizance of the leadership style adopted by their managers.

 1.3 RESEARCH QUESTONS 

The study worlds examine the following questions; 

I. What is the impact of leadership in organization performance? 

2. Dose leadership style enhances employee’s performance? 

3. Is there any relationship between leadership and organizational development.

1.4 RESEARCH OBJECTIVES 

The objective of this study can be stated as follows; 

1. To determine the impact of leadership on organization on organization performance. 

2. To examine whether leadership style enhance employee’s performance. 

3. To determine the relationship between leadership and organization development. 

1.5 RESEARCH HYPOTHESIS 

The following hypothesis form the basis or the framework for carrying out this research study. 

Hol :- Leadership does not have positive impact on organization performance.

H02:- Leadership style does not between leadership and organization development. 

1.6 SIGNIFICANCE OF THE STUDY 

The significance of this research work is that, it would explore the impact of leadership on the organizational performance with special references to Nigeria context. This particular industry was chosen because of the rigor employees are made to go 

Through in the industry in the course of meeting the targets of the management. This has affected the economic, social and private lives of the employees. It is intended to investigate whether organizational performance is related to the leadership style would contribute to the promotion of the existing frontier or boundary between human knowledge and strengthen the relationship between the management / employer and the employee in Nigeria banking industry. 

1.7 SCOPE OF THE STUDY 

This study will be limited to the influence of leadership and leadership style on the organizational performance. The research work will focus mainly on leader-follower relations and how it affects the performance of the organization. The study also aims at using NECO, Ilorin for the sampling of opinions. The field survey shall be conducted in Ilorin. 

1.8 DEFINITION OF TERMS 

· ORGANIZATION:- this is the act of guiding and supervision the subordinate in relation to the use to resource and the achievement of organizational objectives. It is also redeemed to as leading or motivating. 

· LEADERSHIP:- This is the act of influencing and motivating subordinate to work willingly and enthusiastically to achieve organization objectives. 

· A LEADER:- This is someone that is capable of influencing inspiring, inducing motivating employees to work harder with happiness in order to attain organization objectives. 

· CO-ORDINATION:- This is the process of combining activities in a consistent and harmonious way in order to ensure efficiency and effectiveness in an organization. 

· CONTROLLING:- This can be referred to as activities involved in evaluating the organization’s objectives by comparing the planed performance with a view to discover and correct deviation that might occur. 

· TRAITS:- These are certain qualities, while are deemed to be possessed by an effective leaders. 
· STYLE:- This is used to describe the manner in which a leader behaves which can autocratic democratic or laissefaire of free rain. 

· PERFORMANCE:- Is completion of a task with application of knowledge, skills and abilities. 
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CHAPTER TWO

LITERATURE REVIEW 

2.1 INTRODUCTION 

Kooutz (1980), defines leadership as the act of process of influencing people so that they will strike willingly towards the achievement of group goals.

This concept can be enlarged to imply that not only willingness to work but also willingness to work with zeal and confidence. Zeal reflects order and intensity in the execution of work, confidence on the hand reflects experience and technical ability.

Kiatz and Kechn (1978), also defined, leadership as applied to formally organized enterprise as “the influential increment over and above mechanical compliance with the routine directives of the organizational. In other words, an organizational mole may encompass definite objectives and plans to achieve them, individual must do to carry out a job. But according to katz and kahn, there is much to and to these, if an individual is to perform effectively: these include supplementing for person perform their role in light with dynamic nature of organizational environment. 

Adedoyin and Abioye (2001), considered leadership as the process of influencing people to strive willing my and enthusiastically toward and achievement of organizations goals. 

To lead is to guide, conduct, direct and preside. Leaders act to help a group achieve objectives with the maximum application of its capabilities. The idea of leadership as influential increment made especially necessary buy the face that all enterprises are open system and that people have varying drives, attitude and desires of fits in very wall with the approach of this research work. 
Leadership is therefore generally defined as the process of influencing people to work or strive willingly and with the happiness to achieve organization objectives

2.2 CONCEPTUAL FRAMEWORK 

Leadership is an elusive concept. The concept may differ from one person to another or situation. Previous views about leadership show it as personal ability. Gray (2004) believes that managing the performance of others is often characterized as “leadership”. True leadership provides a strong sense of purpose and which harness the creative energies of all the people in the business, it is a key ingredient to making strategic change effective and lasting. Lee and chuang (2009), explain that the excellent leader not only inspires subordinate’s potential to enhance efficiency but also meets their requirements in the process of achieving organizational goals. Okoh (1998) defined leadership as the ability to induce or persuade by any legitimate means, all subordinate or followers to contribute willingly to organizational objectives in accordance with their maximum capacity. According to Ulrich, Zenger and smallwood (1999), “leaders build not only individual but also organizational capacity.” And “organizational capacity refers to the processes, practices, and activities that create value for the organization” (Culrich Zenger and smallwood, 1999). 

Fry (2003) explains leadership as use of leading strategy to offer inspiring motive and to enhance the staffs potential for growth and development. Effective leadership is the extent to which a leader continually and progressively leading and directing his/her followers to the agreed destination which is defined by the whole group (Omotayo, 2000). 

A fast changing and increasingly complex business environment like banking sector requires visionary leadership, and leaders who are willing to learn, experiment and influence organizational change (Meyer, Botha 2000). In this way leadership can be in terms of two key constituents: knowing what should be done, and influencing others to cooperate in doing it. White (2004) advocates flexible plans capable of adjustment to suit changing environmental circumstances. The role of planning diminishes with the speed of change, youthfulness of an industry and the degree of competition. Harrison and st John (2004) include strategic direction, which is defined in terms of a firm’s vision of where it is heading, the businesses in which it is involved, and the stake holders it serves. 

2.2.1 STRATEGIC LEADERSHIP 

Strategic leadership is a process which allows management to be proactive rather than reactive in shaping its own future. A focused organizational leader develops a proactive approach to strategic management, rather than just identifying and responding to change, anticipates or even creates the change. According to Harrison (2003), strategic leadership generally refers to leadership behaviours associated with creating organizational vision. Establishing core values, developing strategies and a management structure, fasting organizational learning, and serving as a steward for the firm. Harrison (2003) indicates that senior executive management has a significant impact on the strategies and performance of their organizations. Just as excellent leadership can have an enormous positive influence; poor leadership can have a powerful negative influence. Any of business organization with high degree of perspective approach will have management that have shared view and vision and make a positive impact on the environment where it operates. Strategy is needed to focus effort and promote coordination of activities. Without strategy an organization becomes bunch of individuals, hence strategy is required to ensure collective actions and concentration of efforts towards achieving organizational plans and objective.

2.2.2 MANAGERIAL SKILLS. 

Managerial skills are sets of qualities and attributes in the personality of managers that enable them to effectively manage the working of a firm. Good managerial skills can create a world of difference in the efficiency and performance of the organization. American management association has identified important skills. These skills helps manager to execute the policies and activity associated with being a manager. Jack welch (2008) coined ten quantities or skills for effective managers in completive market, such as multi-skilling, proactive, matter-in-charge, global vision, becoming tomorrow’s manager today, winning strategies, complete manager, global mindset, managing complexity, global- local balance, (strategic competency management Indian perspectives). In the banking industry, it has long been found been found that managerial effectiveness has significant role to play in bank performance, in addition to other factors like capital adequacy, asset quality, earnings power and liquidity (adekanye 1992). Essentially, ten key business leadership skill needed to succeed as a leader in organizations include; leading by example, passion, organization, delegation, taken ownership and responsibly, effective communication, braveness and honesty, listening to followers, and being a leader follower. 

2.2.3 CHARACTERISTIS AND DETERMINANT OF A LEADER 

FRED (1967), Adedoyin & Abidoye (2001), Identified some characteristics and determine of a leader. These include: 

· INTELLIGENCE: the leader is expected to be more intelligent than his followers. It may have trouble in communicating with them. 

· KNOWLEDGE OF HUMAN RELATIONS: Developing and clearing with people is important part of a leadership role. A leader should be knowledgeable in understanding human being or human behavior so that he can sense the facing of his followers, on what their reaction would likely be when faced the real life situation. 

· TEACHING ABILITY: A good leader should be a good teacher since the basic role of a leader is to show their followers in a better way to achieve both their own and organizational objectives. 

· ENERGY: Both mental and physical energy are required from a good leader. He must possess stamina to work for long hours and also be able to tackle difficult tasks. 

· COMMUNICATION ABILITY: Ability to read write and communicate is essential to enable the leader the leader to transfer his ideas to his fellow. 

· EMOTIONAL BALANCE: A leader must hold his emotion well in central, especially in situation of crisis. He should be free from bias, be logical in his actions and be free from any demonstration of emotion. 

· INNER DRIVER: A leader should be self-starter. The desire to be a leader should communicate which the individual external important element which profit a leader is internal generated. 

· ABILITY TO ENCOURAGE HIGH PRODUCTIVITIES: He must be able to plan production activities, and organize to achieve such that it can understand operation problems. 

2.3 THEORETICAL FRAMEWORK 

Globally, leadership has become the most widely studied aspect of organizational behavior and a number of theories have emerged focusing on the strategies, traits, styles and the situational approach to leadership. As a result of ever-growing interest in the field of leadership, behavioral scientists and sociologists began to analyze the possible consequence of leadership behaviors and the variable that are used to predict the leader’s behaviors. Some of the theories relating to the course of the studies include: Traits and behavioral theory, behavioural theory to leadership, situation theory to leadership, path goal theory, Fielder’s contingency approach to leadership.

2.3.1 TRAITS AND BEHAVIORAL THEORY. 

The trait perspective was one of the earliest theories of leadership in the 1940’s which assumes that great leaders are born with distinguished personality traits that make them better suited for leadership and make them different from other people or their followers. Stogdill’s (1948) survey of the leadership literature came up with the most comprehensive list of traits. Stogdill’s observation that leadership situations vary significantly and place different demands on leaders, destroyed trait theory, leading to the emergence of situational and behavioral approaches. 

Behavioural theories of leadership state that it is the behavior of leaders that distinguishes them from their followers, it focuses on the actions of leaders rather than on mental qualities or internal states with the belief that great leaders are made, not born. According to this theory, people can learn to become leaders through teaching and observation. 

Behavior theories examine whether the leader is task oriented, people oriented, or both studies conducted at the university of Michigan and Ohio state University in 1945, established two major forms of leader heaviour namely: 
employee- centered and production- centered (Hersey and Blanchard, 1988). 

2.3.2 SITUATION AND CONTINGENCY THEORY 

Contingency theory is an approach to leadership in which leadership effectiveness, is determined by the interaction between the leader’s personal characteristic and aspects of the situation. Contingency theories are based  on the assumption that the relationship between leadership style and organizational outcomes is moderated by situational factors related environment, and therefore the outcomes cannot be predicted by leadership style, unless the situational variables are known (cheng and chan, 2002). 

Three models exist in this leadership approach: field led’s(1967) co-worker theory, house’s (1971) path- goal theory and heresy and Blanchard (1969) situational leadership theory from this approach and the three models no leadership style is best in all situations. Success depends upon a number of variables, including the leader’s preferred style, the capabilities and behaviours of the followers, and aspects of the situation. 

Effective leadership requires adapting one’s style of leaderships to situational factors, and control is contingent on three factors namely the relationship between the leader and followers, the degree of the task structure and the leaders authority, position or power. 

2.4 EMPERICAL REVIEW: 

Leadership is simply interpersonal as influence exercise through communication and directed towards achieving group goals. Leadership is the process inducing other people to process toward accomplishment of joint objectives. The leader follower relationship is a personal one. The behaviors of the leaders influence other to pitch in and get a job done. When the leader does into have immediate contact with the subordinates, the influence other to pitch in and get a job done. When the leader does not have immediate contact with the subordinates, the influence is by physically over-seen or supervising actives. 
It is through their characteristics styles and traits that leader inspire other to act all of us remember how some people even in childhood have tended to influence is to do something. In many cases we are not conscious of just why some have strong influence over our actions and other do not one person can say “come on, let get together and review for a test and well pitch in “. Another person can say the same thing. 

In fact, one person may look to some types of people leadership while other in fact a person can be effective manager a good planner and a fair organized administrator but lack motivational skills of a leader. Others can be effective managers skilled at inspiring enthusiasm and devotion but lack the management skills to channel the energy they arouse in given the challenges presented by today’s changing environment, many organizations are putting a premium on managers. Anyone who aspires to become an effective manager must also make a conscious effort to practice and develop his or her leadership. 

The essences of leadership is fellowship, in other words it is the willingness of people to follow that makes a person a leader, and people tend to follow these whom they see as providing a means of achieving their own desire, wants and needs. As a consequence, we can see that leadership and motivation are closely inter connected. 
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CHAPTER THREE

METHODOLOGY 

3.1 INTRODUCTION 

The methodology of this study describes the method and process employed in carrying out this research. This chapter is the bedrock of the research work. It also described how the entire exercise on data collection and analysis is to be done giving as many details specific as possible. 

3.2 RESEARCH DESIGN 

This design was used in determining the number of people used in this research and the types of sampling method used was also determined by the purpose of the questionnaire. This was given to the entire member of the organization as proposed because the workers are the vital human resources of the organization that contributed to the productivity and functioning of the organization. 

3.3 POPULATION OF THE STUDY 

Generally a research work can only be valid when the coverage is large. Hence, the population is made up of management and staff. 
The number of staff this project work in Union Bank plc, Ilorin is sixty (60) comprises of cashier, Accountants e.t.c. 

3.4 SAMPLE SIZE AND SAMPLING TECHNIQUES 

The population element were selected randomly and the sample size determination was done using Taro Yamane (1967). 

The formular for Taro Yamane (1967) is, 

n=N 

T+N()2 
n= sample size 

N= total population 

1= is constant

e = Margin error 

The calculation of the determination of the sample size using Taro Yamane (1967). 

n=N 

1+N()2 
n = unknown 

N = 60 

I = is constant 

e = 0.05 

:. n=60 

1+60 (0.05)2 

n = 60 

1+60(0.0025) 

n = 60 

1+0.15 
n = 60 

1.15 

n=52.3 

Approximately = 52 sample size 

The sum of the sample size is 52 

The entire population of Union Bank plc were divided according to their line of activities making the question to be filled and returned on time for quick compilation and computation of data. It also safes the cost of printing and communicating with all staffs. Again it reduces the number of uncompleted questionnaire given out: 

3.5 METHOD OF DATA COLLECTION 

A Closed or structural form of questionnaire were prepared and distributed to the management and staff of Union Bank plc, Ilorin and the four (4) other company selected in Ilorin. The questionnaire contained a set of eleven 11 questions (include Bio-data questions) which are group into two (2) section (i.e section and A section B). section 

A was meant for personal data of respondents while section B was for research statement necessary for this project work. 

Interview:- A selected set of staff was interviewed and question contained in section A of the questionnaire were asked plus other vital questions, which its answer will help in great dimension to writing the chapter four of the project work.

The number of staff of Union Bank plc, Ilorin that were interviewed are twenty five (25) Observation:- the operations of the case study and other four (4) selected companies were carefully observed. The roles of leadership in all the operations were equally considered while preparing the research work. 

3.6 INSTRUMENT OF DATA COLLECTION 

The research uses the following instrument: Questionnaire and interviews to gather enough and reliable information for the work.  

Questionnaire:- The questionnaire is a document containing a list of questions arrange in a predetermined order and used to elicit or obtain information from respondents who are required to fill in or tick the relevant answers in the spaces provided for the purpose. There are basically two types namely closed ended question and open ended questions. 

Closed Ended Questions:- Are those structured in such a way that the respondents do not have the opportunity to give their own answers other than pick from the set of answers provided. 

Open Ended Ouestions:- This allows the respondent enough room to express their individual opinions. 

Interview:- An interview was carried out with senior, junior and intermediate staff in union Bank Plc, Ilorin and their motivation and performance were discussed. 

3.7 METHOD OF DATA ANALYSIS 

The data were analyzed using statistical package for Leadership Style. A simple linear regression analysis were employed in order to investigate the effect of leadership styles on organizational performance and this ensures how the beta coefficients (13) predicts or contributes to firm performance. The rationale behind the use of simple regression analysis to investigate hypothesis 1, 2 and 4 was to detect whether leadership styles has impact on firm performance in selected manufacturing industry or is due to variance or errors in the model. Anova equally assisted in testing for the overall significant relationship between social responsibility and firm performance. Critical ratio analysis was suggested to measure the ratio of variation of performance between leadership style and. firm performance. 

CHAPTER FOUR

4.1 Demographic Data of the Respondents 

This section presents the socio-demographic information of the respondents presented in frequencies tables and percentages. The study found it crucial to provide evidence of demographic data since it was deemed that such information was a clear indicator of factors that may influence impact of social responsibility on organizational performance in NECO The analysis relied on this profile information of the respondents so as to relate the relevance to the study objectives. 

4.2: DATA PRESENTATION AND ANALYSIS 

SECTION A: BIO DATA OF RESPONDENTS

Table 4.2.1
Distribution of Respondents by Sex 

	
	Frequency
	Percentage 

	Male
	25
	48.1

	Female
	27
	51.9

	Total
	52
	100


Source: Field Survey,2025

Table 4.2.1 shows that 25(48.1%) of the respondents are male, while 27(51.9%) are females.

Table 4.2.2
Distribution of Respondents by Age 

	
	Frequency
	Percentage 

	19-30 years
	14
	26.9

	31-45 years
	34
	65.4

	45 years and above
	4
	7.7

	Total
	52
	100


Source: Field Survey,2025

Table 4.2.2 above shows that 14(26.9%) of the respondents are between the age of 19-30 years, 34(65.4%) are between the age of 31-45 years, while 4(7.7%) are 45 years and above.

Table 4.2.3
Distribution of Respondents by Marital Status 

	
	Frequency
	Percentage 

	Single
	14
	26.9

	Married
	27
	51.9

	Divorced
	9
	17.3

	Widow
	2
	3.8

	Total
	52
	100


Source: Field Survey,2025

Table 4.2.3 above shows that 14(26.9%) of the total respondents are married, 27(51.9%) are single, 9(17.3%) are divorced, while 2(3.8%) are widow.

Table 4.2.4
Distribution of Respondents by Educational Qualification

	
	Frequency
	Percentage 

	SSCE
	15
	28.8

	ND/NCE
	23
	44.2

	HND/BSC
	11
	21.2

	ACA/FCA/ACT
	3
	5.8

	Total
	52
	100


Source: Field Survey,2025

Table 4.2.4 above shows that 15(28.8%) of the respondents are SSCE Certificate holders, 23 (44.2%) are ND/NCE certificate holders, 11(21.2%) are HND/Bsc certificate holders while 3(5.8%) are ACA/FCA/ACT

Table 4.2.5
Distribution of Respondents by Working Experience 

	
	Frequency
	Percentage 

	Under 11 years
	23
	44.2

	12-20 years
	28
	53.8

	21 years and above
	1
	1.9

	Total
	52
	100


Source: Field Survey,2025

Table 4.2.5 shows that 23(44.2%) of the total respondents has worked in the company in less than 11 years, 28(53.8%) have worked between 12-20 years, while 1(1.9%) have worked for 45 years and above.

SECTION B

Table 4.2.6
There is plan in selecting a leader 

	
	Frequency
	Percentage 

	Strongly agree
	13
	25.0

	Agree
	22
	42.3

	Disagree
	14
	26.9

	Strongly disagree
	3
	5.8

	Total
	52
	100


Source: Field Survey,2025

Table 4.2.6 shows that 13 respondents representing 25% strongly agree that there is plan in selecting a leader, 22(42.3%) agreed, 14(26.2%) disagreed, while 3(5.8%) of the respondents strongly disagreed.

Table 4.2.7
organization’s aim and objective can be achieved easily 

	
	Frequency
	Percentage 

	Strongly agree
	15
	25.0

	Agree
	22
	42.3

	Disagree
	14
	26.9

	Strongly disagree
	1
	1.9

	Total
	52
	100


Source: Field Survey,2025

Table 4.2.7 above shows that 15(28.8%) of the respondents strongly agreed with the question, 22(42.3%) agreed, 14(26.9%) disagreed, while 1(1.9%) strongly disagreed.

Table 4.2.8
There are scopes of carrying out the organizational objectives 

	
	Frequency
	Percentage 

	Strongly agree
	15
	28.8

	Agree
	20
	38.5

	Disagree
	15
	28.8

	Strongly disagree
	2
	3.8

	Total
	52
	100


Source: Field Survey,2025

Table 4.2.8 shows that 15 (28.8%) of the respondents strongly agreed, 20(38.5%) agreed, 15(28.8%) disagreed while 2(3.8) strongly disagreed.

Table 4.2.9
Leader should be agile and effective

	
	Frequency
	Percentage 

	Strongly agree
	15
	28.8

	Agree
	20
	38.8

	Disagree
	15
	28.8

	Strongly disagree
	2
	3.8

	Total
	52
	100


Source: Field Survey,2025

Table 4.2.9 shows that 15(28.8%) of the respondents strongly agreed that a leader should be agile and effective, 20(38.5%) agreed, 15(28.8%) disagreed, while 2(3.8%) of the respondents strongly disagreed.

Table 4.2.10
People can be influenced or motivated for achieving organization goals

	
	Frequency
	Percentage 

	Strongly agree
	7
	13.5

	Agree
	30
	57.7

	Disagree
	13
	25.0

	Strongly disagree
	2
	3.8

	Total
	52
	100


Source: Field Survey,2025

Table 4.2.10 shows that 7(13.5%) of the respondents strongly agreed, 30(57.7%) agreed, 13 (25.0%) disagreed, 13(25.0) disagreed, while 2(3.8%) strongly disagreed

Table 4.2.11
Organization achieve their aim and objectives by motivating their employees and improving their work morale

	
	Frequency
	Percentage 

	Strongly agree
	15
	28.8

	Agree
	23
	44.2

	Disagree
	12
	23.1

	Strongly disagree
	2
	3.8

	Total
	52
	100


Source: Field Survey,2025

Table 4.2.11 shows that 15(28.8%) of the respondents strongly agreed, 23(44.2%) agreed, 12(23.1%) disagreed, while 2(3.8%) strongly disagreed.

Table 4.2.12
Workers need to be interviewed 

	
	Frequency
	Percentage 

	Strongly agree
	12
	23.1

	Agree
	23
	44.2

	Disagree
	15
	28.8

	Strongly disagree
	2
	3.8

	Total
	52
	100


Source: Field Survey,2025

Table 4.2.12 shows that 12(23.1%) of the respondents strongly agreed, 23(44.2%) agreed, 15(28.8%) disagreed, while 2(3.8%) strongly disagreed.

Table 4.2.13
A leader should be strong and active in an organization

	
	Frequency
	Percentage 

	Strongly agree
	13
	25.0

	Agree
	24
	46.2

	Disagree
	13
	25.0

	Strongly disagree
	2
	3.8

	Total
	52
	100


Source: Field Survey,2025

Table 4.2.13 shows that 13 respondents representing 25% strongly agree that there is plan in selecting a leader, 24(46.2%) agreed, 13(25.0%) disagreed, while 2(3.8%) of the respondents strongly disagreed.

Table 4.2.14
Workers should be promoted when they are due for it 

	
	Frequency
	Percentage 

	Strongly agree
	13
	25.0

	Agree
	26
	50.0

	Disagree
	11
	21.2

	Strongly disagree
	2
	3.8

	Total
	52
	100


Source: Field Survey,2025

Table 4.2.14 shows that 13 respondents representing 25% strongly agree that there is plan in selecting a leader, 26(50.0%) agreed, 11(21.2%) disagreed, while 2(3.8%) of the respondents strongly disagreed.

Table 4.2.15
There might be risk involved in selecting a leader 

	
	Frequency
	Percentage 

	Strongly agree
	12
	23.1

	Agree
	24
	46.2

	Disagree
	13
	25.0

	Strongly disagree
	3
	5.8

	Total
	52
	100


Source: Field Survey,2025

Table 4.2.6 shows that 12 respondents representing 23.1% strongly agree that there is plan in selecting a leader, 24(46.2%) agreed, 13(25.0%) disagreed, while 3(5.8%) of the respondents strongly disagreed.
4.3 DISCUSSIONS OF FINDINGS

That is the impact of leadership is very important in an organization. A leadership is the timeless practice of guiding others in pursuit of goals, destination or desired outcome. The historic view of a leader was about someone in command and .control who took a story role in issuing directives and enforcing their execution while remaining at a distance from the daily work. It also motivates, inspires and guides other toward reestablished goals.

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 SUMMARY OF FINDINGS 

This study focuses on the impact of leadership in an organization performance in banking industry. This was in view of the problem associated with getting objectives achieved in an organizations, problems line ineffective leaderships in an organization, absence of ability to influence and develop followership, improper guiding and supervision of activities, failure to achieve organizational objectives and a lot of other significance of roles of leadership in achieving organization objectives was evaluated and the hypothesis were tested and proved. It therefore disclosed that leadership roles such was guiding, controlling, influencing, coordinating, supervising, encouraging and motivating are very expedient to organization objectives. 

Purposive sampling method was used. This method is based on researcher’s personnel judgment considering the organization that have and always perform qualitative roles of leadership in every activity of the company. It involved the use of primary and secondary services of data to gather recent information that was used for this research work. 

It was discovered during the research work that roles of leadership have become indispensable for an organization to achieve its stated objectives. Also, discovered was the fact that roles of leadership will to a large extent improve efficiency, effectiveness, profitability and good image of an organization. 

5.2 CONCLUSION 

The success of any organization depends on leaders at various levels. A leader must understand the technical problems of his industry and the economic condition as well as business psychology. A good leader must possess good qualities. 

Training is given to these leaders to contribute tremendously to the qualities of leadership. The person in the role of leader who fulfils expectation and achieve group goals produce rewards for others which are reciprocate in the forms of status, esteem and heightened influence because the leadership percipient of influence ascertain may respond by assessing influence in return. The very substance of the relationship depends upon some yielding to influence on both sides. 

It is the responsibility of a leader to control and coordinate all the functions of an organization to ensure that the objectives are achieved. The style such leaders used in the conduct of their duties have effect on the organization. Therefore, the success, growth and development of any organization depends on the type of leadership employed. 

Leadership is an important aspect of managing the ability of an organization to attain its goals. Infact, the essence of leadership is to develop followership. That is, it is the willingness of people to work with goals and to follow the leader. 

5.3 RECOMMENDATIONS 

Haven reviewed how effective a leader in an organization can function effectively. It is therefore necessary to make the following recommendations 
Obligation is an important and so the following points should be considered or noted. 

· The rank and file workers should be given an opportunity at times to use their initiatives rather than always being wholly supervised by instructions.

· Managers should ensure that the subordinate accept and understand what is involved or asked to be done.

· The element of office training schemes should be put in place. Training programme should be organized within and outside the organization to enhance impersonal relationship of managers and non managers.

· Managerial function of planning, organizing, staffing, directing and controlling should be supplemented by giving people guidance, good communication and by ability to lead. Leadership should be based on understanding of what motivate people and ability to create group goals. This enables the organization to perform to expectations. 

· Control system available in the organization should be improved. If control techniques in an organization are good management will be willing to delegate authority to the subordinate. 

· A lot of incentives should be creates to serve as motivation to staff. This will in turn have an effect in their performance and overall increase in productivity and profitability. 

· A leader should be aware of why he behaves as he does and also what he does to bring out certain response or lack or response from others. This will enable him to correct what brings out negative responses. 
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QUESTIONNAIRE

SECTION A

BIO DATA OF RESPONDENTS

1. Age : 19-30 years (   ) 31-45 years (    ) 45 years and above (    ) 

2. Marital Status: Single (    ) Married (    ) Divorced (    ) Widow (    )

3. Educational Qualification: SSCE (    ) ND/NCE (    ) HND/Bsc (    ) ACA/FCA/ACT (    )

4. Working Experience: Under 11 years (    ) 12-20 years (    ) 
21 years and above (    )
SECTION B
5. There is plan in selecting a leader: Strongly Agree (    ) Agree (    ) 

Disagree (    ) Strongly Disagree (    )

6. Organization’s aim and objective can be achieved easily: Strongly Agree (    ) Agree (    ) Disagree (    ) Strongly Disagree (    )

7. There are scopes of carrying out the organizational objectives: 

Strongly Agree (    ) Agree (    ) Disagree (    ) Strongly Disagree (    )

8. Leader should be agile and effective: Strongly Agree (    ) Agree (    ) 

Disagree (    ) Strongly Disagree (    )

9. People can be influenced or motivated for achieving organization goals: Strongly Agree (    ) Agree (    ) Disagree (    ) Strongly Disagree (    )

10. Organization achieve their aim and objectives by motivating their employees and improving their work morale: Strongly Agree (    ) Agree (    ) 

Disagree (    ) Strongly Disagree (    )

11. Workers need to be interviewed: Strongly Agree (    ) Agree (    ) Disagree (    ) Strongly Disagree (    )

12. A leader should be strong and active in an organization: Strongly Agree (    ) Agree (    ) Disagree (    ) Strongly Disagree (    )

13. Workers should be promoted when they are due for it: Strongly Agree (    ) Agree (    ) Disagree (    ) Strongly Disagree (    )
14. There might be risk involved in selecting a leader: Strongly Agree (    ) 
Agree (    ) Disagree (    ) Strongly Disagree (    )
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