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Chapter One
Introduction
1.1	Background of the Study
Leadership is a process in which a leader attempts to influence his or her followers to establish and accomplish a goal or goals. The capacity to lead others: command, lead. An act or instance of guiding: direction, guidance, lead, management. See affect/ ineffectiveness. Leadership is the process through which an individual tries to influence another individual or a group of individuals to accomplish a goal. Leadership is valued in our culture, especially when it helps to achieve goals that are beneficial to the population, such as the enactment of effective preventive health policies. 
An individual with leadership qualities can also improve an organization and the individuals in it, whether it be a teacher who works to get better teaching materials and after school programs or an employee who develops new ideas and products and influences others to invest in them.
[bookmark: page10]Leadership can be exhibited in a variety of ways and circumstances. Mothers and fathers show leadership in raising their children with good values and encouraging them to develop to their potential. Teachers show it in inspiring students to learn and to develop their intellectual capacity. Health care workers can be leaders and develop services that meet the needs of the communities they serve, or work in collaboration with other organizations to create cost effective, prevention oriented programs and services.
Many studies have been done and many books and articles have been published on this subject. Through this work a consistent set of leadership attributes has emerged. An effective leader does most, if not all, of the following:
Challenge the Process - search out challenging opportunities, take risks, and learn from mistakes. Inspire others to come together and agree on a future direction or goal, create a shared vision by thinking about the future, having a strong positive vision, and encouraging others to participate.
Help others to act - help others to work together, to cooperate and collaborate by developing shared goals and building trust, and help to make others stronger by encouraging them to develop their skills and talents.
[bookmark: page11]Set an example - behave in ways that are consistent with professed values and help others to achieve small gains that keep them motivated, especially when a goal will not be achieved quickly.
Encourage others - recognize each individual's contributions to the success of a project.
Another way of defining leadership is to acknowledge what people value in individuals that are recognized as leaders. Most people can think of individuals they consider being leaders. Research conducted in the 1980s by James Kouzes and Barry Posner found that a majority of people admire, and willingly follow, people who are honest, forward looking, inspiring, and competent.
An individual who would like to develop leadership skills can profit from the knowledge that leadership is not just a set of exceptional skills and attributes possessed by only a few very special people. Rather, leadership is a process and a set of skills that can be learned.
The word leadership can refer to, the process of leading. Those entities that perform one or more acts of leading.
[bookmark: page12]Kouzes (2002) states that "Leadership is not a place, it‘s not a position, and it’s not a secret code that can‘t be deciphered by ordinary people. Leadership is an observable set of skills and abilities. Of course some people are better at it than others." In general terms, leadership can be defined as the ability to influence the behaviour of others.
[bookmark: page16]This definition can be expanded when considering leadership in organizations to include the fact that the leader exerts influence within a working group in order that the group may achieve group tasks or objectives. (T .Lucy 1997) leadership is an everyday art involving the skill of leading and dealing with people. The success in ruling new dominions is contingent upon both his ability to wield power effectively, and the existence of an opportunistic situation. Problems, which result within organizational members, disagree on both the natures of the goals of which people disagree on both the natures of the goals of which people aspire.
1.2	Statement of the Problem
The design of the investigation is to elicit the effect of the different leadership styles in finance oriented and services oriented organization in order to determine its distinct impact on the organizational behaviour of management and employees in the case organization.
Sub Problem i: The purpose of the study to evaluate the factors of leadership (the traits: intelligence, initiative, imagination, communication, the skills, analytical, diagnostic, conceptual, the status, recognition and the situation) culture in the case organization with the view to calculate their contribution in attaining organizational objective. (Contribution to efficiency and growth in profit).
Sub Problem ii: The object on the inquiry is to ascertain the most favourable leadership style amongst autocratic, democratic, paternalistic, and laissez faire, used in the case organization to determine its influence on management and employees.
1.3	Research Questions
i. To what extent can democratic style affect employees’ commitment?
ii. How does transformational style influence job satisfaction?
iii. [bookmark: page18]What is the extent to which charismatic style impact productivity?
1.4	Research Objectives
The primary objective of his study is to examine the effect of leadership styles on employees’ performance in university of Ilorin. The specific objectives are to:
i. To assess the effect of democratic style on employees’ commitment 
ii. To determine the influence of transformational style on job satisfaction 
iii.       To examine the impact of charismatic style on productivity
1.5 	Research Hypothesis
In aiming to go on with the stated problem of study, the following research problem oriented hypotheses are revealed.
H0:	Democratic style has no significant effect on employees’ commitment
H0:	Transformational style does not significantly influence job satisfaction
H0:	Charismatic style has no significant impact on productivity.
1.6	Significance of the Study
The significance of this study is basically a definite scope which will help elicit all the problems and effect of different leadership styles. Also, it will assist in highlighting how management and employees react under stereotyped condition.
In addition, all the aforementioned and determined effects, problems and solutions will be critically viewed to serve as possible recommendations to today‘s manager who may be willing to employ a particular leadership style. It will forestall a better situation for the leader to select best type of leadership system.
[bookmark: page20]1.7	Scope of the Study
This research study will cover an appraisal of leadership styles and its effectiveness on employees’ performance in University of Ilorin.
1.8	Definition of Terms
LEADERSHIP: This is the capacity of someone to lead. The office or status of a leader.
CULTURE: The arts, customs and habits that characterize a particular society or nation.
VISION: An ideal or a goal toward which one aspires the sense or ability of sight.
COMMUNICATION: Group of people sharing a common understanding where themselves by using the same language, manners, tradition and law.
ORGANIZATION: A group of people or other legal entities with an explicit purpose and written rules.
MANAGEMENT: Is the organizational process that includes strategic planning, setting objectives, managing resources, deploying the hum and financial assess needed to achieve objective and measuring result.
BUREAUCRACY: This is a group of non-elected officials within a government or other institution that implement the rules, laws, ideas and function of their institutions.
AUTHORITY: This is the power or right to give orders, makes decision, and enforces obedience the right to act in a specified way delegate from one person or organization to another.
[bookmark: page22]
Chapter Two
Literature Review
2.0	Preamble
Many people believe that leadership is simply being the first, biggest or most powerful. Leadership in organizations has a different and more meaningful definition. Very simply put, a leader is interpreted as someone who sets direction in an effort and influences people to follow that direction. How they set that direction and influence people depends on a variety of factors that we'll consider later on below. To really comprehend the "territory" of leadership, you should briefly scan some of the major theories, notice various styles of leadership and review some of the suggested traits and characteristics that leaders should have. The rest of this library should help you in this regard.
Traditional views of management associate it with four major functions: planning, organizing, leading and controlling/coordinating. However, many educators, practitioners and writers disagree with this traditional view.
The following articles offer views different from the traditional view that leading is a major function of management.
[bookmark: page39]Management Styles (says they're different and compares different traits) Leadership (includes good overview of styles, and differences of manager and leader)
View That Separating "Leading" from "Managing" Can Be Destructive. Another view is that to be a very effective member of an organization (whether executive, middle manager, or entry level worker), you need skills in the functions of planning, organizing, leading and coordinating activities the key is you need to be able to emphasize different skills at different times.
Yes, leading is different than planning, organizing and coordinating because leading is focused on influencing people, while the other functions are focused on "resources" in addition to people. But that difference is not enough to claim that "leading is different than managing" any more than one can claim that "planning is different than managing" or "organizing is different than managing". The assertion that "leading is different than managing" and the ways that these assertions are made	can cultivate the view that the activities of planning, organizing and coordinating are somehow less important than leading. The assertion can also convince others that they are grand and gifted leaders who can ignore the mere activities of planning, organizing and coordinating they can leave these lesser activities to others with less important things to do in the organization. This view can leave carnage in organizations.
2.1	Conceptual Framework
House defines "leadership" organizationally and narrowly as "the ability of an individual to influence, motivate, and enable others to contribute toward the effectiveness and success of the organizations of which they are members". Organizationally, leadership directly impacts the effectiveness of costs, revenue generation, service, satisfaction, earnings, market value, share price, social capital, motivation, engagement, and sustainability. Leadership is the ability of an individual to set an example for others and lead from the front. It is an attitude that influences the environment around us.
[bookmark: page51]Compare the discussions on group leadership and ad hoc leadership above. One can also characterize leadership by the period of the authority, as in "During the 1940s Russia was under Stalinist leadership". In formal hierarchies the term can also serve to describe the position or relationships, which allow and legitimize the exercising of what one, might term "leadership behaviour".
In some languages the term for a leader and the term for the principle of leadership have very different meanings. Furthermore, note the different connotations of a synonym of the word "leader" adopted from the German: the word Führer, and its accompanying ideas on the Führerprinzip. In would be controlling groups such as the military, political parties, ruling élites, and other belief based enterprises like religions or businesses, the idea of leadership can become a Holy Grail and people can come to expect transformational change stemming from the leader; such entities may encourage their followers and believers to worship leadership, to respect it, and to strive (whether realistically or not) to become effective in it. Ideally, one cannot buy or sell leadership in the military (or elsewhere); instead, leaders must ratify their position of command in the hearts and minds of their soldiers in order to obtain the best from them. Followers in such a situation may become uncritically obedient. Personal strategies that one can use to guard against the unrealistic expectations associated with belief in leaders include:
1. Maintaining a questioning and skeptical attitude
2. Bolstering confidence in one's own decision making abilities
3. [bookmark: page52]Seeking independent verification through appropriate measurement and reporting infrastructures
4. Leadership's relation with management
Some commentators link leadership closely with the idea of management. Some regard the two as synonymous, and others consider management a subset of leadership. If one accepts this premise, one can view leadership as:
· centralized or decentralized 
· broad or focused
· decision oriented or morale 
· centred intrinsic or derived from some authority
Any of the bipolar labels traditionally ascribed to management style could also apply to leadership style. Hersey and Blanchard use this approach: they claim that management merely consists of leadership applied to business situations; or in other words: management forms a sub set of the broader process of leadership. They put it this way: "Leadership occurs any time one attempts to influence the behavior of an individual or group, regardless of the reason. Management is a kind of leadership in which the achievement of organizational goals is paramount."
[bookmark: page53]However, a clear distinction between management and leadership may nevertheless prove useful. This would allow for a reciprocal relationship between leadership and management, implying that an effective manager should possess leadership skills, and an effective leader should demonstrate management skills. One clear distinction could provide the following definition:
· Management involves power by position.
· Leadership involves power by influence.
Abraham Zaleznik (1977),for example, delineated differences between leadership and management. He saw leaders as inspiring visionaries, concerned about substance; while managers he views as planners who have concerns with process. Warren Bennis (1989) further explicated a dichotomy between managers and leaders. 
Bruce Lynn postulates a differentiation between 'Leadership' and Management‘ based on perspectives to risk. Specifically, "A Leader optimizes upside opportunity; a Manager minimizes downside risk." He argues that successful executives need to apply both disciplines in a balance appropriate to the enterprise and its context. Leadership without Management yields steps forward, but as many if not more steps backwards. Management without Leadership avoids any step backwards, but doesn‘t move forward.
2.1.1 Characteristics of Successful and Effective Leadership
[bookmark: page24]What does it take to make leadership successful or effective? Early students of leadership examined great leaders throughout history, attempting to find traits that they shared. Among personality traits that they found were determination, emotional stability, diplomacy, self confidence, personal integrity, originality, and creativity. Intellectual abilities included judgmental ability, knowledge, and verbal communication ability. In addition, physical traits cannot be ignored, such as age, height, weight, and physical attractiveness.
[bookmark: page25]It is not only inborn personality traits that are important but also styles and behaviours that a person learns. Strong autocratic leaders set their goals without considering the opinions of their followers, and then command their followers to execute their assigned tasks without question. Consultative leaders solicit the opinions and ideas of their followers in the goal setting process but ultimately determine important goals and task assignments on their own. Democratic or participative leaders participate equally in the process with their followers and let the group make decisions. Extremely laid back leaders, so called laissez faire leaders, let the group take whatever action its members feel is necessary. Inspired and led by Renis Likert, a research team at the University of Michigan studied leadership for several years and identified two distinct styles, which they referred to as job centred and employee centred leadership styles. The job cantered leader closely supervises subordinates to make sure they perform their tasks following the specified procedures. This type of leader relies on reward, punishment, and legitimate power to influence the behaviour of followers. The employee centred leader believes that creating a supportive work environment ultimately is the road to superior organizational performance. The employee centred  leader  shows  great  concern  about  the  employees' emotional well being, personal growth and development, and achievement.
2.1.2 Leadership in a Multicultural Setting
One major situational factor is the cultural values of the followers. People who have different cultural norms and values require different leadership styles. In a highly collective society such as Japan, the Philippines, Guatemala, or Ecuador, where the social bond among members is very strong and people look out for one another, a strong patriarch at the top of the social hierarchy tends to emerge as an effective leader. Such a leader is not only accepted by the followers but is also expected to protect their interests. China's Deng Xiao Ping, whose influence continues even after his death, is a case in point.
On the other hand, in an extremely individualistic society, such as the United States (Hofstede, 1980), where the social bonds are loose and individuals are expected to take care of themselves, success and achievement are admired, and a competitive and heroic figure is likely to emerge as a leader. It is no surprise that John F. Kennedy became such a charismatic figure in the United States. His energetic and inspirational speeches are still vividly remembered.
[bookmark: page27]2.1.3 Charismatic and Transformational Leadership
Regardless of culture and time, however, a great leader is remembered for his or her charisma, which means, "divinely inspired gift" in Greek. Charismatic leaders have profound effects on followers. Through their exceptional inspirational and verbal ability, they articulate ideological goals and missions, communicate to followers with passion and inspiration, set an example in their own behaviours, and demand hard work and commitment from followers, above and beyond normal expectation.
[bookmark: page28]Building on charismatic leadership, Bernard Bass (1985) proposed a theory of transformational leadership. Bass views leadership as a process of social exchange between a leader and his or her followers. In exchange for desired behaviours and task accomplishment, a leader provides rewards to followers. This nominal social exchange process is called transactional leadership. In contrast, a transformational leader places a higher level of trust in his or her followers and demands a much higher level of loyalty and performance beyond normal expectations. With unusual charismatic qualities and inspirational person to person interactions, a transformational leader transforms and motivates followers to make extra efforts to turn around ailing organizational situations into success stories. Lee Iacocca, when he took over Chrysler as CEO in 1979 and turned around this financially distressed company, was considered an exemplary transformational leader. He was able to convince many people, including employees and the U.S. Congress, to support the ailing company and to make it a success. Leadership is a fascinating subject for many people. The term conjures up a familiar scene of a powerful, heroic, triumphant individual with a group of followers returning home after winning a national championship or a war against the evil enemy. They all march through town surrounded by a crowd waving flags. Or an enthusiastic orator delivers an energetic speech, hands waving in the air, to thousands of people gathered in a plaza.
2.2	Theoretical Framework
Leadership is the integrated sharing of vision, resources, and value to induce positive change.
Leadership is defined in so many different ways that it is hard to come up with a single working definition. Leadership is not just a person or group of people in a high position; understanding leadership is not complete without understanding interactions between a leader and his or her followers. Neither is leadership merely the ability or static capacity of a leader. We need to look into the dynamic nature of the relationship between leader and followers. In these unique social dynamics, all the parties involved attempt to influence each other in the pursuit of goals. These goals may or may not coincide: Participants actively engage in defining and redefining the goal for the group and for themselves. Putting all these into a comprehensive statement: Leadership is a process in which a leader attempts to influence his or her followers to establish and accomplish a goal or goals.
[bookmark: page23]In order to accomplish the goal, the leader exercises his or her power to influence people. That power is exercised in earlier stages by motivating followers to get the job done and in later stages by rewarding or punishing those who do or do not perform to the level of expectation. Leadership is a continuous process, with the accomplishment of one goal becoming the beginning of a new goal. The proper reward by the leader is of utmost importance in order to continually motivate followers in the process. What does leadership do for an organization? If we define leadership as a process involving interactions between a leader and followers, usually subordinate employees of a company, leadership profoundly affects the company: It defines or approves the mission or goal of the organization. This goal setting is a dynamic process for which the leader is ultimately responsible. A strong visionary leader presents and convinces followers that a new course of action is needed for the survival and prosperity of the group in the future. Once a goal is set, the leader assumes the role of ensuring successful accomplishment of the goal. Another vital role of leadership is to represent the group/organization and link it to the external world in order to obtain vital resources to carry out its mission. When necessary, leadership has to defend the organization's integrity.
[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. 
Chapter Three
 Methodology
3.0	Introduction
In this chapter, we will be discussing the methods by which the research will be carried out, the population of the study will also be identified.
3.1	Research Design
This study is being carried out to effectively ascertain the positive or negative effect of leadership style appraisal on the organizational behaviour of management and employees. The researcher employed various methods and procedures to achieve the objective of the research. The descriptive method was mostly adopted which survey method extensively and describes the researchable situation. It also ascertains the properly desired data.
3.2	Population of the Study
The population of the study encompasses all the staff working at University of Ilorin which is one case organization. The population is not categorized but all the staff irrespective of the office or level involved.
3.3	Sample Size and Sampling Techniques
It was noticed that impediments arose in trying to reach the enter population. Due to these shortfalls, a sample of the population was resorted to which will be a good representation of the whole population.
[image: ]The sample size consists of random selection of employees of both case organization and the size was determined via the adoption of the following formula:
N= 
Where:
N = the size of the sample
Z = standard score corresponding to a given confidence
e = the proportion of sampling error in a given situation
p = the estimated proportion or incidence of cases in the population.
Source: Leedy, Paul. D. Practical Research: Planning and Design.
(New York, MacMillan 1980) p. 116 quoted in Ikegwu E.K, Grand work of Research Methods and Procedure 1996 p. 153 for the purpose of this study
[bookmark: page59]Z = 95% = 0.95 at t = 1.96
e = 5% = 0.05
p= 95% = 0.93
(1 p) or q = 7% = 0.07
Thus N = (z)2 (p	p2)+ 4 (employees)
=(1.96)2 (93	(0.93)2)
0.05
1536.64 X 0.0651 = 100.035
N = 101 approximate + 4 = 105
3.4	Method of Data Collection
In carrying out this research two sources of data were taken namely primary sources data and secondary source data.
3.4.1	Primary Data
In obtaining the primary data for this research work, two methods were adopted. Oral interview conducted on the management and some employees in both case organizations (UNIVERSITY OF ILORIN) as well as distributed questionnaires were used to elicit important information from the employees and the managers as well.
3.4.2	Secondary Data
The data in this category were sourced from journals, related research work, textbook, newspapers, magazines unpublished works. They were also gotten from the organizations of related operations with the case of organization both private and public.
[bookmark: page58]3.5	Instrument of Data Collection
The researcher adopted various techniques in the collection of data.
3.5.1	Questionnaires:
[bookmark: page60]Questionnaire method was used to bring out the necessary answers to the structured questions. The researcher adopted this to highlight in detail the effect of leadership style on the organizational behaviour of entire management and employees. The questionnaire contained 17 questions that require a tick ( ) under the chosen option amongst the available options of “yes”, “indifferent” and “no idea”, it also has 5 choice questions of option a –d requiring a tick as well.
The questionnaire enclosed as appendix A‘was distributed to employees. The personal distribution approach adopted, had the advantage of revealing the personal distribution approach adopted, had the advantage of revealing the views and perceptions of majority of the different cadres in the case organization.
3.6	Method of Data Analysis
The researchers made use of table in presenting the data received and collected from the table were further explained using percentage analysis were applicable. The chi square formula was adopted in final analysis of the data and test of hypothesis.
The chi square test is used in casual comparison between observed and theoretical frequencies, and in analyzing data that are expressed as frequencies.
[bookmark: page61][image: ]The chi square formulae is given as
X2 v, a
Where
[image: ] = chi – square
V = Degree of freedom given as (number of row	1)x
(Number of column	1)
D = level of significance
O = Observed frequency of responses to each alternative option in any specific question;
E= Expected frequency of responses calculated as follows:
Row Total x Column Total
           Grand Total
[bookmark: page62]Source: Lucey T, (1992) Quantitative techniques.  London  DPP publication P. 75.
[bookmark: page85]
Chapter Four
Presentation of Data
4.1	Presentation of Data and Analysis of Data
Presentation of data has been carried out to give details of the results of the questionnaire as well as the interview results gotten from the interviewee. In addition, the researcher was responsible for interviewing the employees of the organization (University of Ilorin), and also administering questionnaires directly to the Table 4:1 shows the distribution and return of the questionnaires.
Table 4:1
Distribution and Return of Questionnaires:
	DISTRIBUTION
	QUESTIONNAIRE

	
	NO
	%

	Completed  and  returned
	57
	95

	Not returned
	3
	5

	TOTAL
	60
	100


Source: Field Survey, 2025
[image: ]A total of 60 questionnaires were distributed which represents the total sample size. A total of 57 copies were completed and returned representing 95%. It could be seen that the other 3 copies not returned represented 5%, thus 95% is considered adequate for the research work.
The analysis will now be fully based on the 57 copies of returned questionnaire.
Table 4.2
Knowledge of Leadership Style in the Organization
	SOURCE
	NO OF RESPONDENTS
	PERCENTAGE

	From your immediate supervisor
	14
	24.56

	From book/lecturer
	24
	42.11

	Through a friend
	3
	5.26

	From the different news media
	16
	28.07

	Total
	57
	100


Source: Field Survey, 2025
Information from the above table states the proportion of when employees first acknowledged the different leadership styles 24.56% had the view that they acknowledged from their immediate supervisor, 42.11% pinioned that they acknowledgement was through a book/lecture, whereas, 5.26% had it that it was learnt through a friend and 28.07% had it that it was through different news media within the society.
Table 4.3
Directing Others in Your Organization
	RESPONSE
	NO OF RESPONDENTS
	PERCENTAGE

	YES
	50
	87.72

	NO
	5
	8.77

	INDIFFERENT
	-
	-

	NO IDEA
	2
	3.51

	Total
	57
	100


Source: Field Survey, 2025
Table 4.3 shows that in University of Ilorin, 87.72%, 8.77% and 3.51% answered Yes, No and No Idea respectively to the question of involvement in controlling and directing others in the organization.
Table 4.4
Leadership in Organizations
	RESPONSE
	NO OF RESPONDENTS
	PERCENTAGE

	YES
	51
	89.47

	NO
	-
	-

	INDIFFERENT
	1.5
	2.63

	NO IDEA
	4.5
	7.90

	Total
	57
	100


Source: Field Survey, 2025
Reference to the data and the information stated above, 89.47% accepted that they lead people and being led. 2.63% felt indifferent to the question while 7.90% had no idea whether they perform that act at all in the University of Ilorin.

Table 4.5
Degree of Importance of Your Leadership
	RESPONSE
	NO OF RESPONDENTS
	PERCENTAGE

	Always
	40
	70.18

	Occasionally
	12
	21.05

	Does not happen
	2
	3.51

	Not sure
	3
	5.26

	Total
	57
	100


Source: Field Survey, 2025
Table 4.5 expressly denotes that 70.18% of University of Ilorin staffs believe that the degree of importance of their leadership is felt always. 21.05% believes that it is felt occasionally. 3.51% and 5.26% believes that it does not happen and some are not sure respectively.
Table 4.6
Leadership Style Used in Your Organization
	STYLE
	NO OF RESPONDENTS
	PERCENTAGE

	Autocracy
	3
	5.26

	Democracy
	54
	94.74

	Paternalism
	-
	-

	Laissez Faire
	-
	-

	Total
	57
	100


Source: Field Survey, 2025
Here, 5.26% expressed that University of Ilorin employs the autocratic style of leadership. Conversely, 94.74% had it that their company employs Democratic styles of leadership.
Table 4.7
Leadership Quality in Your Organization
	RESPONSE
	NO OF RESPONDENTS
	PERCENTAGE

	YES
	48
	84.21

	NO
	4
	7.02

	INDIFFERENT
	3
	5.26

	NO IDEA
	2
	3.51

	Total
	57
	100


Source: Field Survey, 2025
Table 4.7 shows that 84.21%, 7.02% and 3.51% distinguished their response to Yes, No, Indifferent, and No idea respectively at University of Ilorin. The answer was made to the corresponding question.
Table 4.8
Easily identified, Praised rewarded and acknowledged in your Organization by your Leaders?
	RESPONSE
	NO OF RESPONDENTS
	PERCENTAGE

	YES
	48
	84.21

	NO
	6
	10.53

	INDIFFERENT
	1
	1.75

	NO IDEA
	2
	3.51

	Total
	57
	100


Source: Field Survey, 2025
There is evidence from the table that 84.21 answered ―Yes that they are easily identified, praised, rewarded and acknowledged within by their leaders. Another 10.53% asserted ― No to the question. Also, 1.75% felt indifferent and 3.51% had no idea.
Table 4.9
Leadership/Supervisors Act in the Organization as the Situation (Contingency) Arises?
	RESPONSE
	NO OF RESPONDENTS
	PERCENTAGE

	YES
	50
	87.72

	NO
	2
	3.51

	INDIFFERENT
	-
	-

	NO IDEA
	5
	8.77

	Total
	57
	100


Source: Field Survey, 2025
According to the table, in University of Ilorin, 87.72% answered - Yes to the question that their supervisors act in the organization as the situation arises. 3.51% answered No while 8.77% had no idea of such practice within their organization.

Table 4.10
Qualities of Organization Efficiency
	RESPONSE
	NO OF RESPONDENTS
	PERCENTAGE

	YES
	54
	94.74

	NO
	-
	-

	INDIFFERENT
	1
	1.75

	NO IDEA
	2
	3.51

	Total
	57
	100


Source: Field Survey, 2025
What can be inferred in Table 4.10 is that the number of people that answered Yes to the question is more than those with No and others as reply. 94.74% answered ―Yes, 1.75% felt indifferent whereas 3.51% had no idea not sure of the subject to the question in practice.
Table 4.11
The Existence of Democratic Style of Leadership
	RESPONSE
	NO OF RESPONDENTS
	PERCENTAGE

	YES
	53
	96.49

	NO
	4
	3.51

	INDIFFERENT
	-
	-

	NO IDEA
	-
	-

	Total
	57
	100


Source: Field Survey, 2025
According to the table, 96.49% of the University of Ilorin staff agrees to the above mentioned subject whereas the disagreeing proportion was 3.51%.
Table 4.12
Involvement in Organizational Decision Making
	RESPONSES
	NO OF RESPONDENTS
	PERCENTAGE

	Always & prompt
	35
	61.41

	In emergency period
	7
	12.28

	Do not make at all
	5
	8.77

	When asked to suggest
	10
	17.54

	Total
	57
	100


Source: Field Survey, 2025
What could be inferred from the table is that 61.41% of University of Ilorin staffs suggest and contributes to decision making always and prompt. 12.28% suggest only in emergency period. 8.77% do not suggest while 17.54% only suggest whenever they are requested to do so.
Table 4.13
Positive Relationship and Work Performance
	RESPONSE
	NO OF RESPONDENTS
	PERCENTAGE

	YES
	54.33
	95.32

	NO
	0.67
	1.17

	INDIFFERENT
	2
	3.51

	NO IDEA
	-
	-

	Total
	57
	100


Source: Field Survey, 2025
Table 4.13 elicits different responses of different people, the responses to the question were 95.32%, 1.17% and 3.51% for options Yes, Indifferent and No idea respectively.
Table 4.14
Leadership Style, Organizational Behaviour and Organizational Efficiency
	DECISION
	NO OF RESPONDENTS
	PERCENTAGE

	Very high
	53
	94.73

	Moderate
	4
	5.27

	Low
	-
	-

	No Effect
	-
	-

	Total
	57
	100


Source: Field Survey, 2025
Table 4.14 shows the correlation between leadership style and the organizational behaviour, cooperation in achieving organizational objectives. In University of Ilorin, 94.73% stated that the correlation brings very high objective but on the other hand 5.27% stated that it is moderately satisfied.

Table 4.15
Leadership Style Preferred Most
	RESPONSE
	NO OF RESPONDENTS
	PERCENTAGE

	Democratic
	40
	70.18

	Paternalistic
	2
	3.51

	Autocratic
	-
	-

	Laissez Faire
	-
	-

	Contingency
	15
	26.31

	Total
	57
	100


Source: Field Survey, 2025
Reference to the table, 70.18% of their sample size prefer democratic leadership style most, 3.51% inclined towards paternalistic while 26.31% prefer contingency (situational). Leadership, which encompasses inclined towards democratic styles.
4.2 	Interview Results
The effect of the different leadership styles was explained and the impact they bring on the behaviour of all the workers within the organization. The organization accepted they make use of democratic leadership style most, allowing freedom of opinion, respect for employees right, taking part in decision making and relating freely. They further expressed that the subordinates reciprocate the gesture by putting up better behaviour and practicing knowledge, derived and situational authority to achieve the company‘s objective. However, they admitted that friction results sometimes when exercising leadership authority inclines towards autocratic and participation.
Furthermore, the organization interviews pointed out that the particular leadership employed is dependent wholly on the prevailing situation and the contingency. This occurs when people are not carrying out their duties as scheduled, they can be coerced to do their job or control them directly with responsibility. Although employees do not enjoy contingency because their leadership style that may be employed at that time may never be democratic in nature. In the motivational factor, the employees in University of Ilorin expressed that the adoption of the carrot and stick principle is highly used. Often, the carrot is money paid inform of pay and bonuses. In other words, the stick comes in form of fear of job loss, loss of income, reduction of bonus and demotion.
It was asserted that improvements in organizational efficiency and growth in profit also, were as result of recognition, situation, skills and trait. It was also pointed out that bestowing recognition and status to the employees made them to project better corporate image and positive behaviour towards the organizational needs. In addition, employees want to feel indispensable within their immediate working environment, if denied may result to being indifferent and negative reaction to the achievement of the goals being pursued with the organization.
On the issue of possession of intelligence understanding, setting, working scheme, communication traits, experience, skill and knowledge of the work. It was stated that the indispensability nature of these qualities is needed. In that lack of them brings that lack of initiative on the part of the management, which further crumbles the entire organization. He further made it known that the intelligence and understanding of the job will foster effective communication. This will elicit a better sense of direction and controlling will therefore be perfectly carried out in efficient manner. The researcher had it that it is the beginning of positive achievement to the attainment of the required target. The employees must in addition possess the analytical, diagnostic and conceptual skill to manage efficiently towards the strategic type of planning, sequel to their corporate planning. The strategic planning involves improving the market position widening profitability and opportunity for increased capital and proper diversification.
4.3	Test of Hypothesis
In the test of hypothesis, emphasis will be placed on the general result based on the questionnaire. The chi square X2 will be employed in the test of hypothesis. There are two hypotheses that have to be tested.
For this test, the chi-square formula is given as:
Expected Frequency = Total Number in Row x Total Number in Column
						    Grand Total
X2Va	=	∑(0 – E)2
		      E
Where O = Observed frequency
E = Expected frequency
V = Degree of freedom
D = Level of significance.
A level of significance of 0.05 shall be used for this test and the degree of freedom is computed as follows:
V = (row – 1) x (Column – 1)
Hypothesis 1
Ho: 	Leadership style that displays intelligence, initiative communication traits, analytical, diagnostic and conceptual skills, recognition and situation does not contribute to attaining organizational efficiency.
H1: 	Leadership style that displays intelligence, initiative, communication, traits, analytical, diagnostic and conceptual skills, recognition and situation contributes certainly to attaining organizational efficiency. Merging tables 4.7 and 4.10 together for the hypothesis testing to elicit 5.1
Table 5.1
	OPTIONS
	NO OF RESPONDENTS
	PERCENTAGE

	YES
	102
	89.5

	NO
	4
	3.5

	INDIFFERENT
	4
	3.5

	NO IDEA
	4
	3.5

	
	114
	100


Reversing the classified table, options are merged into two rows:
	OPTIONS
	NO OF RESPONDENTS
	PERCENTAGE

	YES
	102
	89.5

	OTHERS
	12
	10.5

	
	114
	100


Row = Column 2
V = (R	1)(C	1) 
    = (2	1)(2	1) = 1
1 degree of freedom at 0.05 significant levels
X2 1, 0.05 = 3.841
Decision
Rejected H0, if calculated X2 is greater than the critical X2 of 3.841 otherwise do not reject.
Expected Frequency




Table 4.16
	O
	E
	O – E
	(O – E)2
	(O – E)2/E

	102
	116.28
	3.95
	15.0625
	0.1473

	4
	4.56
	3.95
	15.6025
	0.2998

	4
	4.56
	3.95
	15.6025
	1.9382

	4
	4.56
	3.95
	15.6025
	3.95

	
	
	
	X2
	6.3353



Decision:
Since the calculated X2 of 6.3353 is greater than the critical X2 of 3.841, the null hypothesis H0, which states that leadership style that displays intelligence, initiative and communication traits, analytical, diagnostic and conceptual skills recognition and situation does not contribute to attaining organizational efficiency, is rejected. The alternative hypothesis H1 which states that leadership style that displays intelligence, initiative and communication traits, analytical, diagnostic and conceptual skills, recognition and situation contributes certainly to attaining organizational efficiency is accepted.
Hypothesis 2
H0: 	The leadership style that has no monopoly of authority, improves interpersonal relationship and employee oriented does not determine positive reaction in form of contribution to decision making, punctuality and working to achieve company‘s goals.
H1: 	The leadership style that has no monopoly of authority. Improves interpersonal relationship and employee oriented determines positive reaction in form of contribution to decision making, punctuation and working to achieve company‘s goals.
Transforming Table 4.11 and 4.12 for Hypothesis Testing 2 to Bring out Table 4.17
	OPTIONS
	NO OF RESPONDENTS
	PERCENTAGE

	YES
	110
	96.5

	NO
	4
	3.5

	INDIFFERENT
	-
	-

	NO IDEA
	-
	-

	
	114
	100



Revising the Classified Table, Options are Classified into Rows:
	OPTIONS
	NO OF RESPONDENTS
	PERCENTAGE

	YES
	110
	96.5

	OTHERS
	4
	3.5

	
	114
	100


ROW = 2 column = 2
V = (2	1)(2	1) = 1 degree of freedom
X2 1, 0.05 = 3.841
Decision
Reject H0, if calculated X2 is greater than the critical X2 of 3.841. Otherwise do not reject.
Expected Frequency




Table 4.17
	O
	E
	O   E
	(O – E)2
	(O – E)2/E

	110
	106.62
	3.38
	11.4244
	0.1072

	49
	52.38
	3.38
	11.4244
	0.2181

	4
	7.38
	3.38
	11.4244
	1.5480

	7
	3.62
	3.38
	11.4244
	3.1559

	
	
	
	X2
	5.0292



Decision:
The calculated X2 of 5.0292 is greater than the critical X2 of 3.841. The null hypothesis H0 which states that the leadership style has no monopoly of authority improves interpersonal relationship and employee oriented does not determine positive reaction in form of contribution to decision making punctuality and working to achieve company goals is rejected. The alternative hypothesis H1, which states that leadership style that has no monopoly of authority, improves interpersonal relationship and employee oriented determines positive reaction in form of contribution to decision making punctuality and working to achieve company goals is accepted.
4.4	Interpretation of Hypotheses
Hypothesis 1
The decision relating to hypothesis one was based on the calculated X2 of 6.3353 being greater than the critical X2 of 3.841. The null hypothesis H0, which states that the leadership style that displays intelligence, initiative and communication traits, analytical, diagnostic and conceptual skills, recognition and situation does not contribute to attaining organizational efficiency is rejected. The alternative hypothesis H1 which states that leadership styles that displays intelligence, initiative and communication trait, analytical, diagnostic and conceptual skills, recognition and situation contributes certainly to attaining organizational efficiency is accepted.
This indicates that intelligence, initiative and communication trait, analytical, diagnostic and conceptual skills, recognition and situation are very critical in achieving efficiency within the organization. Intelligence is inherent in man and initiative is corollary to intelligence. To initiate proper policies which are guide to action will definitely improve the organizational status. It will foster better productivity in achieving the organizational goals.
Effectiveness of communication from the top to bottom and bottom to top increases understanding amongst the management and the entire employees. In addition when people are praised, rewarded and acknowledged within the organization, they tend to react better because they feel honoured in the presence of the entire organization. It is therefore concluded that whatever the situation may be traits, skills and recognizing all the contributions of management and employees in reciprocity will uplift the organizational setting.
Hypothesis 2
For the test of this hypothesis the calculated X2 of 5.0292 is greater than the critical X2 of 3.841. The null hypothesis H0, which states that the leadership style that has no monopoly of authority, improves interpersonal relationship and employee oriented does not determine positive reaction in form of contribution to decision making punctuality and working to achieve company goals is rejected. The alternative hypothesis H1 which states that leadership style that has no monopoly of authority, improves interpersonal relationship and employee oriented determines positive reaction in form of contribution to decision making, punctuality and working to achieve company to decision making, punctuality and working to achieving company goals is accepted.
Though behaviour is highly unpredictable amongst human elements or beings, it can at particular times be influenced by some variables to either react positively or project negative tendencies. Personal, knowledge derived and situational authority within employees has generated positively in achieving organizational goals. This is because the employees are directly responsible and accountable to their assigned area of specialization and they must exercise authority and relate with the management otherwise conflict arises.
It is further discovered that there is the existence of positive relationship between relationship and its components. (Responsibility, authority and accountability) to the behaviour of human resources in the organization.

















Chapter Five
Summary of Findings, Conclusion and Recommendations
5.1	Summary of Findings
The first finding indicates that those qualities of leader such as intelligence, initiative and communication traits, analytical, diagnostic and conceptual skill, recognition and situation being displayed in leadership is highly a determinant to improvements in organizational efficiency. This finding also shows that these qualities are very much indispensable to growth in the organization, positive relationship amongst all the members of the organization, the behaviour of management and employees are very much affected by traits, skills, actions in situation and full recognition of all employees in the organizational system. The present study shows specially, that whatever the case may be, suggestions highlight that organizational efficiency and growth in profit is a function of the preferred leadership style by management and employees.
[bookmark: page86]The second finding postulates that the leadership style has no monopoly of authority, respect for employee‘s right, rule with freedom and improvement in interpersonal relationship are strong determinants of positive reaction of employees in the form of taking part in decision making and working to achieve company goals. This point out the relationship of any particular leadership style and the reaction of employees. Moreover, organizational behaviour of management and employees, either positive or negative is dependent on the situational variables. The use autocratic will elicit high negative behaviour on the part of employees, which will force management to change their behaviour for better. In addition, employees enjoy high supportive relationship and participative leadership in whatever they are doing because it accords to them high sense of belongingness.
The third finding however, as a necessary fact demands that positive relationship between leadership and organizational behaviour will increase the work performance. It indicates that efficient enterprise performance would be accomplished when workers work better due to the fact that they are properly informed on the components of relationship (Responsibility, Authority and Accountability). It clearly put forward that whichever leadership style is adopted it has a related organizational behaviour which has to be monitored as this will either increase or decrease the work performance.
5.2	Conclusion
Going through the present investigation on the effect of leadership style appraisal on the organizational behaviour of management and employees, many findings and result were made in the service and finance oriented organizations.
The result postulated that the leadership styles affect the behavioural pattern existing in the organization, which in turn acts as a motivational factor to high productivity, increase work performance to achieve organizational objectives and goals.
[bookmark: page87]On the other hand, problems associated with leadership style adoption in every organization both private and public sector will identify any motivational problems in the organization. It will further be relating such problems which are accompanying as a result of organizational behaviour which thus tends to be negative.
However, effective leadership style is very vital in every situation in both case organizations and every public sector and private sector organizations.
5.3	Recommendations
There should be an improvement in personal relationship between the staff and the management team to ensure increased productivity.
1. There should be a free flow of information to ensure cohesion
2. The staff should be involved in the process of decision making to ensure strict compliance
3. The management team should always have the welfare of the workers at heart
4. [bookmark: page88]The management team should create a conducive atmosphere that will enhance workers participation in the day to day running of the business.
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Questionnaire
[bookmark: page91]Part One
1. Name (Optional)……………………………………………………………
2. Sex (A) male [ ] (B) Female [ ]
3. Age (A) 18-29 (B) 30-39 (C) 40-49 (D) 50 years and above
4. Marital status (A) Single [     ] (B) Married [     ] (C) Divorced [     ] (D) Widowed [    ]
5. Religion: (A) Christianity [      ] (B) Muslim [      ] (C) Atheist [      ] (D) Others specify……………..
6. Educational qualification (A) WAEC/GCE [    ] (B) OND/A level [    ] (C) HND [     ] (D) B.Sc [     ] (E) others please specify …………………
7. Length of being in service: (A) 1-5 years [     ] (B) 6-10 years [     ] (C) 11-15 years [   ] (D) 16-20 years [    ] (E) 21 years and above [    ]
8. What position do you occupy in the organization?
A. Top management [    ]
B. Supervisor [    ]
C. Junior staff [    ]
Part Two
9. What is the source of your knowledge of leadership style?
A. From your immediate supervisor [    ]
B. From a book/lecturer [    ]
C. Through a friend [    ]
D. From the different news media [    ]
10. Are you well directed in your organization?
A. Yes [    ]
B. No [    ]
C. Indifferent [    ]
D. No idea [    ]
11. Is there any form of leadership in your organization?
A. Yes  [    ]
B. No [    ]
C. Indifferent [    ]
D. No idea [    ]
12. What is the degree of importance of leadership in your organization?
A. Always  [    ]
B. Occasional [    ]
C. Does not happen [    ]
D. Not sure [    ]
13. What is the leadership style used in your organization?
A. [bookmark: page92]Autocratic [    ]
B. Democracy [     ]
C. Paternalistic [     ]
D. Lassies fair [    ]
14. What is the leadership quality in your organization?
A. High  [    ]
B. Medium [    ]
C. Low [    ]
D. No idea [    ]
15. Are you easily identified, praised, rewarded and acknowledged in your organization by your leaders?
A. Yes [    ]
B. No [    ]
C. Indifferent [    ]
D. No idea [    ]
16. Do the leaders/supervisors in the organization act when situation (contingency) arises?
A. Yes  [    ]
B. No [    ]
C. Indifferent [    ]
D. No idea [    ]
17. What are the qualities of leadership to organizational efficiency?
A. High  [    ]
B. Medium [     ]
C. Low [    ]
D. Idea [    ]

18. Is there any existence of democratic style of leadership?
A. Yes [    ]
B. No [    ]
C. Indifferent  [    ]
D. No idea [    ]
19. Are involved in organizational decision making?
A. Always and prompt [    ]
B. In emergency period [    ]
C. Do not make at all [    ]
D. When asked to suggest [    ]
20. Is there any positive relationship and work performance?
A. Yes [    ]
B. No [    ]
C. Indifferent [    ]
D. [bookmark: page93]No idea [    ]
21. What is the degree of leadership style, organizational behaviour and organizational efficiency?
A. Very high [    ]
B. Moderate [    ]
C. Low [    ]
D. No effect [    ]
22. What is the most preferred leadership style?
A. Democratic [     ]
B. Paternalistic [    ]
C. Autocratic [    ]
D. Liaises faire. [
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