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ABSTRACT

 This study was intended to examine the effect of leadership style on organizational performanceThis study was guided by the following objectives; to investigate leadership performance on organizational performance in Access Bank,; questionnaires in addition to library research were applied in order to collect data. Primary and secondary data sources were used and data was analyzed using the chi square statistical tool at 5% level of significance which was presented in frequency tables and percentage. The population of the study and sample size under the study were 145 using yaro yamane. The study findings revealed that The study also revealed that democratic leadership have significant impact on efficiency. The adoption of democratic leadership will promote the relationship of an organization employees and position it positively in the mind of its stakeholders and also boost its efficiency.
It is therefore concluded that leadership style is a vital element that every organization that wants to stay afloat competition must adopt. There is a significant growth in the adoption of leadership style to accomplish an increased organizational performance in different sectors and industries. Research shows that leadership style has brought benefits to the organization and has boost its performance in the mind of its stakeholders.
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Chapter one
Introduction
1.1 Background to the study
Human beings are the most precious part of civilization. His is because of all created beings, man is the most important organize and co – ordinate himself and other resources logically and by so doing give positive meaning to life and the world Without leadership, our families, communities, institutions, organization, businesses and society generally would become a conglomeration of confused, rudderless, directionless, wasteful and detailed collection of peoples, machines and materials.
According to Stoner et al (2005), defined leadership as “the process of directing and influencing the task oriented activities of group members” Weihrich and Koontz (2009). Defined it as “The art or process of influencing people so that they will strive willingly and enthusiastically toward the achievement of group goals. Allan and Robert (2006), defined leadership as a process where one person exerts a social influence over the members of a group. Appleby (2005), viewed it as the ability of management to induce subordinates to work towards group goals with confidence and keenness. Mullins (2007), is of the view that leadership involves “getting others to follow” or getting others to do things willingly”.
Akanwa (2003), described leadership as a process of influence on a group in a particular situation at a given point in time, and in a specific set of circumstances that stimulates people to strive willingly to attain organizational objectives.
Leadership is the ability to persuade others to seek defined objectives enthusiastically. It is that human activity that binds a group together and motivates it towards goals. It is the ultimate act that brings to success all the potentials that are in organizations and their people.
Ingredients of leadership, also according to Weihrich and Koontz (2008), I identified four major ingredient of leadership   Power, that is, the ability to use power effectively and in a responsible manner.
    A fundamental understanding of people that is, the ability to comprehend that human beings have different motivation forces at different times and in different situations.    Inspiration, that is, the rare ability to inspire followers to apply their full capabilities to a project, making people to give unselfish support to a chose champion. Style of the leader and climate he develops, that is, the ability to act in a manner that will respond to and arousing motivation.
According to Normala and Syed (2009), high quality leaders and followers relationships have been found to have impact, on employees performance and organization commitment.
1.2     Statement of Problems
Although the qualities of leaders are obviously important especially in team work in particular, leaders need the skills to engage followers in productive and satisfying mutual pursuits. The problem is based on the topic, the impact of leadership styles on employees performance in an organization, therefore my goals is to reveal what it is that motivate all leaders to perform at their best and to achieves optimal business result at all time because the researcher, the inherent problem I have identified is that many managers in organization have attempted into several different incentive programs to motivate their employees, yet they have not worked for everyone in the organization, this is a major problem facing by managers these days, due to the fact that each managers in organization is founded on the strength of its employees performance. The problem also arises out of improper management of human resources. Also poor and reluctant services as compared to the need generation with and timely service.

1.3 Research Questions
 The following research question would be examined in the study.
 i.)    What is the relationship between transformational leadership style and profitability?
 ii.)    What is the effect of democratic leadership style on Effectiveness?
 iii.)    What is the impact of laize-faire leadership on Efficiency?
 iv.)  What is the relationship between autocratic leadership styles on Productivity?

1.4     Objectives of the Study
The general objective of the study is to examine the overall effect of leadership style on workers’ performance of organization. The following are the specific objectives of the study.
i.    To determine the relationship between transformational leadership style and profitability.
ii.    To examine the importance and relevance of democratic leadership style on Effectiveness.
iii.   To make recommendation to the laize-faire leadership on Efficiency.
Iv	To ascertain the relationship between autocratic leadership style on Productivity.
1.5 Research Hypotheses
          Ho1: There is no significant relationship between transformational leadership and    profitability.
Ho2:  democratic leadership style has no significant relationship on effectiveness
Ho3:  laize-faire leadership has no significant relationship on efficiency
       Ho4: There is no significant relationship between autocratic leadership style and Productivity
    
   1.6 SIGNIFICANCE OF THE STUDY

This study will enable the leadership of Access Bank Nigeria Plc. to see the impact which leadership style has on their employees or subordinates. It will help the leaders to have a better understanding of their employees and know the best leadership style to adopt in order to effectively influence or motivate their subordinates. This work will also be of importance to other organization especially those having problems with leadership. They can draw lessons from the recommendation of this study to enhance the qualities of their leaders.

     This research work will also be of relevance to individuals most especially students in the field of business studies as it will enlighten them on how to become efficient leaders.
Lastly, it is of great significant to the researcher because it has broadened his knowledge on the importance of leadership in an organization.  

1.7   SCOPE OF THE STUDY
This study is limited to Access Bank Nigeria Respondents are expected to be drawn from the different categories of worker in all the departments in the organization. Issues covered in this study are the theories of leadership, types of leadership and the effect of leadership on worker’s performance.
Firstly, this research study limits transformational leadership style as a variable in measuring institutional reputation.
Secondly this research limits democratic leadership style as a variable to measure institutional individuality
Thirdly the research study Nigeria as a whole but will limits its scope to Ilorin metropolis, studying Ilorin west local government area
Lastly the year of coverage will be from the year 2013-2018

1.8   Definition of Terms       
Leader: A person who influence and direct the affairs of others.
Market Growth: This denotes an increase in sales or size observed within a particular consumer group over a given time frame.
Organization: A structured process in which people interact to attain an objective.
Performance: This denotes to the success of businesses measured in terms of service quality, sales revenue, sustainable development, market growth, job creation, economic development.
Sale Revenue: This is the amount realized from the sale of goods and service in the operation of an enterprise in a specified period of time.
Satisfaction: This are the contentment or pleasure a worker drives from his work.
Service Quality: This is referred to as how well a service delivered to a customer conforms to the customer’s expectation.






















CHAPTER TWO
LITERATURE REVIEW
2.0	INTRODUCTION
In this chapter, the literature related to the area of the study (leadership style and Organisational performance) are reviewed. This chapter evaluated existing pool of knowledge, identified and filled the identified gaps. The chapter consists of four main divisions; conceptual review identified, defined and classified the variables used in the study and their existing relationship; theoretical review explained the basic theoretical assumptions of the study, as mentioned in the literature; empirical review identified and discussed existing empirical studies of other researchers, with precise focus on the variables of this study; the concluding fragment of the chapter comprehensively summarized the chapter with particular emphases on the gaps in the literature filled by the study.
2.1 Conceptual Clarification
This section focused on the definitions and conceptual approach to identified variables that were used for the study.The aim of any organization is to survive and sustain its presence by improving performance. 
According to Arslan & Staub (2013) with the aim of meet the needs of the highly competitive markets, organizations should increase their performance. As said by earlier researchers such as (Peterson, Smith, Martorana, & Owens, 2003) the role of leadership is critically important for achieving the performance of organizations.
      On the other hand, it is considered that a company’s success is attributable to organizational performance, employee job satisfaction and employee affective commitment (Bass & Riggio, 2006)(Drucker, 2007). Some studies have suggested that leaders motivate and help their employees by using effective leadership styles to be competitive.
  (Luftman, Bullen, Liao, Nash, & Neumann, 2004). Consequently, due to promote standards of quality in the professional development of the employees of the organization the leader must use the effective leadership styles (LaRue, Childs, & Larson, 2006). 
      A number of studies on leadership styles (Kouzes & Posner, 2007) (Yukl, 2009) propose that the performs of the transformational leadership have a positive effect on the organizational performance, According to Bass and Rigio (2006), transformational leadership is made up of four main parts: charisma, inspiration, intellectual stimulation and individual consideration.
Charisma. It includes achieving trust, respect and confidence of others and it is vital in the transformational process because it develops a link between leaders and subordinates and the shared assignment. 
Individualized consideration. The leaders follow the subordinate’s desires and give tasks with guidance, mentoring and coaching.
Intellectual stimulation. Leaders give the subordinates the opportunity to perform their work separately. The later use their experience, creativity and innovation to achieve their tasks. 
Inspiration. Leaders inspire by interactive the values of the organization with facility and confidence in a positive way.
As Walumbwa, et al. (2005) state that leaders use a situational approach to practicing different leadership patterns and styles according to the maturity of the subordinates. Therefore, the maturity level of the subordinate determines the leadership style to be used (Paul, Blanchard, & Johnson Dewey, 2001).
2.1.1.   Leadership and Organizational Performance 
In the literature, leadership has been identified as an important subject in the field of organizational behaviour. Leadership is one with the most dynamic effects during individual and organizational interaction. In other words, ability of management to execute “collaborated effort” depends on leadership capability. 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. Stogdill (1957), defined leadership as the individual behaviour to guide a group to achieve the common target. Fry (2003), explains leadership as use of leading strategy to offer inspiring motive and to enhance the staff‟s potential for growth and development. Several reasons indicate that there should be a relationship between leadership style and organizational performance. The first is that today‟s intensive and dynamic markets feature innovation-based competition, price/performance rivalry, decreasing returns, and the creative destruction of existing competencies (Santora et al., 1999; Venkataraman, 1997). Studies have suggested that effective leadership behaviours can facilitate the improvement of performance when organizations face these new challenges (McGrath and MacMillan, 2000; Teece, Pisano and Shuen, 1997). 
On the other hand, organizational performance refers to ability of an enterprise to achieve such objectives as high profit, quality product, large market share, good financial results, and survival at pre-determined time using relevant strategy for action (Koontz and Donnell, 1993). Organizational performance can also be used to view how an enterprise is doing in terms of level of profit, market share and product quality in relation to other enterprises in the same industry. Consequently, it is a reflection of productivity of members of an enterprise measured in terms of revenue, profit, growth, development and expansion of the organization.Leadership is one of the vital factors for improving firm performance. Leaders, as the key decisionmakers, determine the acquisition, development, and deployment of organizational resources, the conversion of these resources into valuable products and services, and the delivery of value to organizational stakeholders. Thus, they are strong sources of managerial and sustained competitive advantage (Avolio et al., 1999)(Rowe, 2001).
     Numerous studies have stated positive relationships between transformational leadership and outcomes at the individual level and firm levels (Avolio 1999)(Kirkpatrick & Locke, 1996). Likewise, a number of relative studies (Waldman, Ramirez, House, & Puranam, 2001) have also reported that transformational leadership behaviors are more positively related to subordinate effectiveness in a variety of organizational settings than are transformational behaviors. The transformational behavior of leaders influences employee’ motivation to make them more aware of their duties outcomes and develop their self-interest for the organization’s performance. 
As stated by Zhu, et al. (2005), in their study on the connection between the transformational leadership style and organizational performance, they identified within 170 companies from Singapore, a positive relationship between the transformational leadership and the organizational performance. They also demonstrated that effective human resources management arbitrates the relationship between leadership and performance through increased commitment, higher motivation and intellectual motivation.
      Kieu (2010) emphasized that transformational leadership relates positively and significantly to organizational performance based on 151 companies from IT industries. The study used a Multifactor Leadership Questionnaire (5X) and it exposed that transformational leadership is a stronger analyst for the performance, satisfaction and commitment within organizations by building commitment, empowerment and demanding a higher degree of respect and trust for the leader. Intellectual stimulation and inspirational motivation were found to improve the organizational performance (Hancott, 2005). Based on the studies on leadership style and organizational performance the organizations today have to be performant and to meet the competing expectations of the stakeholders in a manner which is obvious and ethical, it is necessary that leaders adopt transformational behaviors as the survival of the organizations may depend on it.Understanding the effects of leadership on performance is also important because leadership is viewed by some researchers as one of the key driving forces for improving a firm‟s performance. Effective leadership is seen as a potent source of management development and sustained competitive advantage for organizational performance Improvement (Avolio, 1999; Lado, Boyd and Wright, 1992; Rowe, 2001). For instance, transactional leadership helps organizations achieve their current objectives more efficiently by linking job performance to valued rewards and by ensuring that employees have the resources needed to get the job done (Zhu, Chew and Spengler, 2005). Visionary leaders create a strategic vision of some future state, communicate that vision through framing and use of metaphor, model the vision by acting consistently, and build commitment towards the vision (Avolio, 1999; McShane and Von Glinow, 2000). Some scholars like Zhu et al. (2005), suggest that visionary leadership will result in high levels of cohesion, commitment, trust, motivation, and hence performance in the new organizational environments. Mehra, Smith, Dixon and Robertson (2006) argue that when some organizations seek efficient ways to enable them outperform others, a longstanding approach is to focus on the effects of leadership. Team leaders are believed to play a pivotal role in shaping collective norms, helping teams cope with their environments, and coordinating collective action. This leader-centred perspective has provided valuable insights into the relationship between leadership and team performance (Guzzo and Dickson, 1996). Some studies have explored the strategic role of leadership to investigate how to employ leadership paradigms and use leadership behaviour to improve organizational performance (Judge, Bono, Ilies, and Gerhardt, 2002; Judge and Piccolo, 2004;Keller, 2006; McGrath and MacMillan, 2000; Meyer and Heppard, 2000; Purcell, Kinnie, Hutchinson and Dickson, 2004; Yukl, 2002). This is because intangible assets such as leadership styles, culture, skill and competence, and motivation are seen increasingly as key sources of strength in those firms that can combine people and processes and organizational performance (Purcell et al., 2004). 
Previous studies led the expectation that leadership paradigms will have direct effects on customer satisfaction, staff satisfaction, and financial performance. In general, however, the effects of leadership on organizational performance have not been well studied, according to House and Aditya‟s review (1997), who criticised leadership studies for focusing excessively on superior-subordinate relationships to the exclusion of several other functions that leaders perform, and to the exclusion of organizational and environmental variables that are crucial to mediate the leadership-performance relationship. Another problem with existing studies on leadership is that the results depend on the level of analysis. House and Aditya (1997), distinguished between micro-level research that focuses on the leader in relation to the subordinates and immediate superiors, and macro-level research that focuses on the total organization and its environment. Other scholars have also suggested that 

leaders and their leadership style influence both their subordinates and organizational outcomes (Tarabishy, Solomon, Fernald, and Sashkin, 2005).Fenwick and Gayle (2008), in their study of the missing links in understanding the relationship between leadership and organizational performance conclude that despite a hypothesised leadership-performance relationship suggested by some researchers, current findings are inconclusive and difficult to interpret.
From this review of related literature, it is evident that although some scholars believe that leadership enhances organizational performance while others contradict this, different concepts of leadership have been employed in different studies, making direct comparisons virtually impossible. Gaps and unanswered questions remain. Consequently, the current study is intended to re-examine the proposed leadership-performance relationship and, thus, contribute meaningfully to the body of growing literature and knowledge in this area of study.
2.1.2.  Organizational Performance
According to Chen, et al. (2006), organizational performance means the “transformation of inputs into outputs for achieving certain outcomes. With regard to its content, performance informs about the relation between minimal and effective cost (economy), between effective cost and realized output (efficiency) and between output and achieved the outcome (effectiveness)”.
      According to Bolman & Deal (2003), DeClerk (2008) and Scott & Davis (2015), there is no general agreement in the literature on the standards to be used in measuring the organizational performance. 
     However, there are four main dominant approaches: Goal Approach. People create organizations for a specific purpose which is determined by the stakeholders. The organizational performance is the ability of the organization to achieve its goals.
The System Resource Approach. This approach discovers the relation between the organization and the environment. As said by Cutler et al. (2003) an organization is effective when it takes advantage of its environment in the attainment of high value and rare resources to approve its operations.
Constituency Approach. According to Agle, et al.(2006), an organization is effective when multiple stakeholders perceive the organization as effective. 
The organizations with more control over resources are likely to have the most influence on the performance (Scott, Davis, 2007). 
Competing Values Approach. It was developed by Cameron and Quinn (2006) and it states that organizational goals are created in different ways by the various expectations of multiple districts. Therefore, organizations may have different criteria to measure performance. According to Cameron, et al. (2014), stakeholders support the adaptability of their organizations, they want them to be flexible, stable and effective. According to Cohen & Bradford (2005), a performant and effective organization has a high degree of collaboration and commitment among stakeholders through work groups and management.
2.1.3.  Transformational Leadership style
Transformational leadership initiated with James MacGregor Burns in 1978 (Burns,1978) and it is categorized by optimistic, trustful and positive leaders who are emotionally encourage teamwork and set support innovations. According to Dvir, Kass, & Shamir (2004) transformational leadership includes the concept of mutually beneficial goals, motivation, emotional connection, vision and common values.
Transformational leadership helps organizations attain their current objectives more proficiently by linking job performance to valued rewards and by ensuring employees have the resources needed to get the job done. Transformational leaders create a strategic vision, communicate that vision through enclosing and use of symbol, model the vision by “walking the talk” and acting consistently, and build commitment towards the vision (Avolio, Bass, & Jung, 1999)(McShane & Von Glinow). 
    Based on prior empirical research and Meta analyses the transformational leadership has a positive effect on individual performance and organizational outcomes (Howell & Hall-Merenda, 1999). Most recently, many empirical studies have reported that transformational leadership has a positive impact on follower performance and firm outcomes (Bass, Avolio, Jung, & Berson, 2003)(Jung & Sosik, 2002)(O. F. Walumbwa, 2002).According to Bass and Rigio (2006), transformational leadership is made up of four main parts: charisma, inspiration, intellectual stimulation and individual consideration.
Charisma. It includes achieving trust, respect and confidence of others and it is vital in the transformational process because it develops a link between leaders and subordinates and the shared assignment. 
Individualized consideration. The leaders follow the subordinate’s desires and give tasks with guidance, mentoring and coaching.
Intellectual stimulation. Leaders give the subordinates the opportunity to perform their work separately. The later use their experience, creativity and innovation to achieve their tasks. 
Inspiration. Leaders inspire by interactive the values of the organization with facility and confidence in a positive way.As Walumbwa, et al. (2005) state that leaders use a situational approach to practicing different leadership patterns and styles according to the maturity of the subordinates. Therefore, the maturity level of the subordinate determines the leadership style to be used (Paul, Blanchard, & Johnson Dewey, 2001)
2.1.4. Democratic leadership style
Leadership is a universal phenomenon and as old as history of human (Bass, 1990). Democratic leadership plays key role in democratic movements (Adorno, 1965; Gastil, 1994; Kunter, 1965). According to Anderson (1959) democratic leader is one who encourages participation in decision making and democratic leadership relates with higher morale in most leadership situations. Democratic leaders offer guidance to group members, participate in the group and allow input from subordinates. Democratic leadership is termed as the most effective leadership style (Lewin and White, 1939). Democratic leadership relates with increased follower productivity, satisfaction, involvement, and commitment (Hackman & Johnson, 1996). They delegate authority to followers and also give ongoing support and focus for the challenging works. Often this style of leader has the vision to realize what people need and ensure that they get it. In the process they generate successful andsustainable organizations. Member satisfaction are greater under democratic leadership (Bass, 1990; Stogdill, 1974). They have confidence and trust in their people. When issues arise and decisions must be made, relevant and varied participants are involved to discuss the situation and a majority view is taken as the final decision. However the impediments to democratic leadership are time consuming process in taking decision though the participation in the process enhances the productivity (Denhardt & Denhardt, 2003; Hackman &Johnson, 1996).
  The study is exploratory in nature and attempts to explore and analyze the democratic styles of leadership and for the purpose 25 leaders of the state Manipur, India are considered. The sample comprises of both the private and government sector. In the government sector eighteen departmental heads including six deputy commissioners of six different districts of the state are chosen and in the private sector seven private organizations are chosen based on the number of employees and profitability of the organizations. Primary data are collected using interview cum questionnaire method from the top executives of the selected organizations and from two immediate subordinates of the sampled executives. The responses of the followers become essential component to crosscheck the practices of the leaders. The required data for the present study is mainly based on the primary sources supplemented by secondary. The paper assesses style of the sampled leaders with reference to democratic style of leadership. For the purpose, eight statements relating to leadership behaviors and actions have been used. The statements were related with the following parameters:

(i) Decision making 

(ii) Involvement of subordinates 

(iii) Ideas and inputs 

(iv) Employees’ participation 

(v) Motivating factor 

(vi) Participation and skill sharing 

(vii) Work with employees 

(viii) Mediation

1.) DECISION MAKING
Decision making is one of the most important functions of leadership. It is true that every leader takes decisions but the ways of making decisions vary from one leader to another. The variation makes a difference in style of leadership. Their way of decision making is an important input for identifying the leadership style. 
2.) INVOLVEMENT OF SUBORDINATES
Leaders need ideas and inputs from the subordinates. Democratic leaders act like a coach who have the final say but gather information and take inputs from staff members for future developments in the best interest of the employees and stake holders.
3.) IDEAS AND INPUTS
The changes taking place in technology, demographics, markets, consumers and their preferences in economies have significant impacts on organizations. The leader 
examine how to response to these environmental changes and what strategies to adopt. Clearly this exercise is not self-contained, rather people involvement, contribution and conceptualizing new ideas are required and different possible inputs are taken from the employees.
4.) EMPLOYEES PARTICIPATION
     The fourth statement is regarding encouragement of employees to participate in the decision making process. A good democratic leader develops moral and esprit de corps for his employees. Democratic leader has confidence and trust in their employees and encourage them to participate in the decision making process.
5.)   MOTIVATING FACTOR
       A democratic leader influences employees’ motivation through participation and empowerment. He or she motivates his or her team by empowering them to direct themselves, and guide them with a loose reign.

6.).   PARTICIPATION AND SKILL SHARING
      A democratic leader believes in the capabilities and skill of his or her employees. He or she involves his or her employees widely in many organizational activities. He or she thinks that the main motivating factor for the employee is participation and skill sharing. 
7.)  WORK WITH EMPLOYEES
The democratic leadership style is also called the participative style as it encourages employees to be a part of the decision making. Democratic leaders try to understand problems of their employees and work with them to identify the problem and bring solutions.
8.) MEDIATION
A democratic leader is a coach. He or she develops team spirit and high moral among the employees. A leader of this style mediates for others and provides clear feedbacks. Both the leader and follower agree that the sample leader frequently mediates and give clear feedbacks.

2.1.5  LAISSEZ-FAIRE LEADERSHIP STYLE
Laissez-faire leadership, also known as delegative leadership, is a type of leadership style in which leaders are hands-off and allow group members to make the decisions. Researchers have found that this is generally the leadership style that leads to the lowest productivity among group members.1﻿
However, it is important to realize that this leadership style can have both benefits and possible pitfalls. There are also certain settings and situations where a laissez-faire leadership style might be the most appropriate. Knowing your dominant leadership style can be helpful for understanding your own strengths and potential weakness.
aire Leadership
Laissez-faire leadership is characterized by:
Very little guidance from leaders
Complete freedom for followers to make decisions
Leaders provide the tools and resources needed
Group members are expected to solve problems on their own
Power is handed over to followers, yet leaders still take responsibility for the group's decisions and actions
There have been a number of well-known political and business leaders throughout history who have exhibited characteristics of a laissez-faire leadership style. Steve Jobs was known for giving instructions about what he would like to see to his team but then leaving them to their own devices to figure out how to fulfill his wishes.2﻿ Former U.S. President Herbert Hoover was famous for taking a more laissez-faire approach to governing, often by allowing more experienced advisors to take on tasks where he lacked knowledge and expertise.
Benefits
Can work for motivated teams with high expertise and skills

Creative teams may value the independence

Works well when leader provides needed information and materials at start of project

Drawbacks
Not good for groups lacking needed skills, motivation, adherence to deadlines
Can result in poor performance and outcomes
Leader may appear uninvolved
Confusion over roles in the group
Benefits of Laissez-Faire Leadership
Like other leadership styles, the delegative approach has both a number of benefits and shortcomings. Sometimes this style can be effective, particularly if it is used appropriately in the right settings and with groups that respond well.
Some examples of when this style of leadership works well:
When team members have the skills to succeed. Laissez-faire leadership can be effective in situations where group members are highly skilled, motivated, and capable of working on their own. Since these group members are experts and have the knowledge and skills to work independently, they are capable of accomplishing tasks with very little guidance.
When group members are experts. The delegative style can be particularly effective in situations where group members are actually more knowledgeable than the group's leader.3﻿ Because team members are the experts in a particular area, the laissez-faire style allows them to demonstrate their deep knowledge and skill surrounding that particular subject When independence is valued. This autonomy can be freeing to some group members and help them feel more satisfied with their work.4﻿ The laissez-faire style can be used in situations where followers have a high-level of passion and intrinsic motivation for their work.
While the conventional term for this style is 'laissez-faire' and implies a completely hands-off approach, many leaders still remain open and available to group members for consultation and feedback. They might provide direction at the beginning of a project, but then allow group members to do their jobs with little oversight.
This approach to leadership requires a great deal of trust.4﻿ Leaders need to feel confident that the members of their group possess the skills, knowledge, and follow through to complete a project without being micromanaged.
2.2 THEORETICAL FRAMEWORK
For decades, leadership theories have been the source of numerous studies. In reality as well as in practice, many have tried to define what allows authentic leaders to stand apart from the mass! Hence, there as many theories on leadership as there are philosophers, researchers and professors that have studied and ultimately published their leadership theory. A great article to read before diving into the theories is the The Philosophical Foundations of Leadership
Theories are commonly categorized by which aspect is believed to define the leader the most. The most widespread one's are: Great Man Theory, Trait Theory, Behavioural Theories, Contingency Theories, Transactional Theories.
2.2.1 Great Man Theory (1840s)
The Great Man theory evolved around the mid 19th century. Even though no one was able to identify with any scientific certainty, which human characteristic or combination of, were responsible for identifying great leaders. Everyone recognized that just as the name suggests; only a man could have the characteristic (s) of a great leader.
The Great Man theory assumes that the traits of leadership are intrinsic. That simply means that great leaders are born...
On Heroes, Hero-Worship, and the Heroic in History they are not made. This theory sees great leaders as those who are destined by birth to become a leader. Furthermore, the belief was that great leaders will rise when confronted with the appropriate situation. The theory was popularized by Thomas Carlyle, a writer and teacher. Just like him, the Great Man theory was inspired by the study of influential heroes. In his book "On Heroes, Hero-Worship, and the Heroic in History", he compared a wide array of heroes.
In 1860, Herbert Spencer, an English philosopher disputed the great man theory by affirming that these heroes are simply the product of their times and their actions the results of social conditions.
2.2.2.  Trait Theory (1930's - 1940's)
The trait leadership theory believes that people are either born or are made with certain qualities that will make them excel in leadership roles. That is, certain qualities such as intelligence, sense of responsibility, creativity and other values puts anyone in the shoes of a good leader. In fact, Gordon Allport, an American psychologist,"...identified almost 18,000 English personality-relevant terms" (Matthews, Deary & Whiteman, 2003, p. 3).
The trait theory of leadership focused on analyzing mental, physical and social characteristic in order to gain more understanding of what is the characteristic or the combination of characteristics that are common among leaders. 
There were many shortfalls with the trait leadership theory. However, from a psychology of personalities approach, Gordon Allport's studies are among the first ones and have brought, for the study of leadership, the behavioural approach. In the 1930s the field of Psychometrics was in its early years.
Personality traits measurement weren't reliable across studies. Study samples were of low level managers, Explanations weren't offered as to the relation between each characteristic and its impact on leadership. The context of the leader wasn't considered.
Many studies have analyzed the traits among existing leaders in the hope of uncovering those responsible for ones leadership abilities! In vain, the only characteristics that were identified among these individuals were those that were slightly taller and slightly more intelligent!
2.2.3  Behavioural Theories (1940's - 1950's)
In reaction to the trait leadership theory, the behavioural theories are offering a new perspective, one that focuses on the behaviours of the leaders as opposed to their mental, physical or social characteristics. Thus, with the evolutions in psychometrics, notably the factor analysis, researchers were able to measure the cause an effects relationship of specific human behaviours from leaders. From this point forward anyone with the right conditioning could have access to the once before elite club of naturally gifted leaders. In other words, leaders are made not born.
The behavioural theories first divided leaders in two categories. Those that were concerned with the tasks and those concerned with the people. Throughout the literature these are referred to as different names, but the essence are identical.


2.2.4. Contingency Theories (1960's)
 The Contingency Leadership theory argues that there is no single way of leading and that every leadership style should be based on certain situations, which signifies that there are certain people who perform at the maximum level in certain places; but at minimal performance when taken out of their element.

To a certain extent contingency leadership theories are an extension of the trait theory, in the sense that human traits are related to the situation in which the leaders exercise their leadership. It is generally accepted within the contingency theories that leader are more likely to express their leadership when they feel that their followers will be responsive
2.2.5.  Transactional leadership Theories (1970's)
Transactional theories, also known as exchange theories of leadership, are characterized by a transaction made between the leader and the followers. In fact, the theory values a positive and mutually beneficial relationship.
Transactional Leadership
For the transactional theories to be effective and as a result have motivational value, the leader must find a means to align to adequately reward (or punish) his follower, for performing leader-assigned task. In other words, transactional leaders are most efficient when they develop a mutual reinforcing environment, for which the individual and the organizational goals are in sync.
The transactional theorists state that humans in general are seeking to maximize pleasurable experiences and to diminish un-pleasurable experiences. Thus, we are more likely to associate ourselves with individuals that add to our strengths
2.3 EMPIRICAL REVIEW
The most important recent studies on the impact of leadership on organizational performance are noted in literature (Boehnke et al, 2003; Obiruwu et al., 2011; Lee and Chuang, 2009). Lee and Chuang (2009) analyzed 525 Chinese firms to study the role of leadership on organizational performance. Consequently, their study identified two types of leadership behaviours- relational behaviour, and task behavior. Further in their study, organizational performance is measured as profitability, sales growth, market share, and competitive advantages. They found that leader’s task related behavior is directly related to organizational performance (Obiruwu et al., 2011). 
There is no single measure of performance that can fully explicate all aspects of the term (Lee and Chuang, 2009). 
     Organisational performance refers to an organisation’s ability to attain its goals by using resources in an efficient and effective manner (Onikoyi and Awolusi, 2014; Das, 2002). 
     However, the definition of organizational performance, as stated by Lee and Chuang (2009), was adopted in this study. In their study, organizational performance was measured in terms of profitability, sales growth, market share, and competitive advantages. 
The findings of prior studies about the role of leadership in increasing organizational performance are mixed. Some studies (e.g. Lee and Chuang, 2009; Das, 2002) suggest that the role of leadership is critically important for an organization to achieve a high level of performance. However, some other studies (e.g. Akpala, 1998; Densten, 1999) suggest that role of leadership is not so important in achieving the organizational performance. 

Rowe (2001) carried out a survey of selected small scale enterprises in Nigeria as regard the effects of leadership styles on organisational performance and found out that while transactional leadership style had a significant positive effect on performance, transformational leadership style had positive but insignificant effect on performance (Lee and Chuang, 
2009; Obiruwu et al, 2011). Akpala (1998) also identifies attitude to work, leadership style and motivation as some of the factors that exert negative effect on organizational performance in Nigeria. Consequently, based on previous literature, the following hypotheses were formulated: 
H1A: Transactional leadership style has a positive impact on employee performance. 
H1B: Transformational leadership style has significant effect on employee performance. 










CHAPTER THREE
METHODOLOGY
3.1 ITRODUCTION
	The aim of this chapter is to identify and explain the procedures in gathering data and analysis of data for this research study.. Other issues addressed in this chapter include the research design, research approach/paradigm, study site, target population, data collection instruments, questionnaire administration, data quality control, reliability and validity, data analysis, ethical consideration contribution to knowledge, research instrument, identification of research method, study population, sample size, research sample frame, sampling procedures, and sources of data collection, validity, and reliability tests of research instruments for this research study. With data gathered, comprehensive first-hand information relating to Effect of leadership style on organisational performance (case study of Access Bank plc.) was obtained.

3.2 Research design	
According to Burns and Grove (2003) research design is defined as a method for planning a study with maximum control over factors that may interfere with the validity of the findings. Research design can be thought of as the logic or master plan of a research that throws light on how the study is to be conducted. It shows how all of the major parts of the research study,  the samples or groups, measures, treatments or programs, etc all these work together in an attempt to address the research questions.  

Research methods
In A research method is a way of conducting and implementing research.  The nature of this research necessitates the use of the survey method, which was used in collecting data. 
Research philosophy
The research made use of quantitative method research paradigms. According to (Saunders 2009) defined research philosophy as the development of knowledge and nature of knowledge. Research philosophy can be defined as the perceptive in whom the researcher is looking at this research work. Otokiti (2010) also identified the three types of research philosophy which are: axiology, epistemology and ontology. Ontology;- this is the researcher view on the nature of reality that is, what assumption do we make on the way in which the world work; epistemology;-what nature of knowledge researcher view on what constitute acceptable knowledge, therefore this research work is based on realizing the Effect of leadership style on organisational performance (case study of Access Bank plc.) which is an ontological statement which interprets actualizing realism. Researcher has used ontology because it shows the reality of the work being carried out. 

3.3 Population of study
The population of a study is a number of all items or subjects that possess the characteristics of the phenomenon being studied. The target population in this study involves the employees and customers of Access bank ilorin in Kwara State. Hence, the population for this study is five hundred (500).
3.4 sample size and Sampling techniques
It will be necessary and more realistic to determine a sample size for the customers to make it less tasking. As such, the various methods that can be used which are Yard formula, Yaro Yamani Formula, Bartlett table (continuous and categorical data table), Fishers, quota and many more. Therefore, in this study, the researcher determined the sample size by adopting Yards formula. The reason for choosing the Yards formula is because it is concerned with the application of normal approximation of 95% confidence level and 5% error tolerance. The formula is given as follows;

n = 	 N
	1+α2N
Where, n = sample size
N = population
 α = level of significance.
Therefore, substituting the number below to determine the sample size;
N = Total population  = 500
 n=?
α = 0.05
n =      500			 =     500 = 145
  1 + 0.052(1,000)     	                  1.75
Therefore, the determined sample size for the Employees and customers is 145.

Sampling techniques
This study made use of probability and sampling techniques to select participant for the study or respondents. Convenience sampling techniques is used so as to make the researcher get adequate information at his disposal conveniently.
Convenience sampling will be adopted to select participant in a larger population for a study by assigning unique numbers to members of the target population that includes 1-10 digits numbers in such a way that each digit selected in each numbers has no connection or relationship with the previous or subsequent digits. Simple random sampling is used because it is not bias and has no irregularity. 
3.5 Methods of data collection
 There are two main sources of data collection, these are: primary and secondary data. And as for this research, the researcher used both sources of data to generate information. Primary Sources are obtained mainly with the research instruments (questionnaire and survey methods) first-hand accounts of an event, a life, a moment in time. They are in their original form (diaries, letters, photos, etc.) usually without explanation or interpretation.
While Secondary sources are often written sometime after an event happened by people who were not present when the event occurred. Secondary sources are based on a variety of other sources and can include books, journal articles, textbooks, and reference sources. The two major sources of data collections are primary and secondary data. But the researcher will make use of primary data. These are first-hand information that will be refined for the purpose of this project. This study will make use of questionnaire as a major source of primary data.
Questionnaire was administered to one hundred and forty five (145) respondents. Journals, books, conference materials/articles were sourced from Kwara State University library. Vital information was also gathered through the internet.
3.6 Instrument of Data Collection	
The research instrument to be used is questionnaire through the help of survey and also the use of case study. Questionnaires is design in two part, A and B. part A contain the personal information of the respondent including their nationality, state of origin, local government, age, marital status, educational qualification and religion. Part B on their hand contains a set of question items personal structure by the researcher to elicit information on the research topic. Descriptive and inferential statistics was used to analyze the data. The types of descriptive statistics employed were frequency distribution and simple percentage to analyze personal data of the respondents and research questions in the study. The hypotheses are being analyzed through inferential statistics through ANOVA and Regression using the statistical packages for social sciences (SPSS).
3.7   Method of Data Analysis
The result gotten from the research field work shall be analyzed using frequency distribution table to displaying the percentage of the demographic date and to show the level of agreement and disagreement to the research statements in the closed ended questionnaire with the help of Statistical Package for Social Sciences (SPSS) of version 20, using regression analysis.
								





























CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.1	INTRODUCTION
This section focuses on the presentation, analysis and interpretation of the data gathered. The data obtained for the study is presented in tables, analyzed and interpreted using frequencies and simple percentages. The bio data of the respondents was first dealt with after which the main focus of the study was treated.
The Statistical Package for Social Science (SPSS) package was used to analyze frequencies and testing the hypotheses. 
4.2	PRESENTATION OF DATA
	A total number of 145 questionnaires were distributed. A total of 100 copies were returned and analyzed.
	Questionnaire
	Respondents
	Percentage (%)

	Returned and useful
	96
	96

	Not Returned
	4
	4

	Total
	100
	100



4.3	DATA ANALYSIS AND INTERPRETATION
The questionnaire was divided into two parts;
Part A: This contained respondents’ Demographic data
Part B: This forms the focus of respondent’s assessment for evaluation.

· ANALYSIS OF DEMOGRAPHIC DATA
TABLE 4.3.1 Gender
	
	Frequency
	Percent

	
	MALE
	53
	54.1

	
	FEMALE
	45
	45.9

	
	Total
	98
	100.0


The table above shows the gender ratio of Malete indigenes. 54.1% are male and 45.9% are female.	

TABLE 4.3.2 Age
	
	Frequency
	Percent

	
	20-30
	39
	39.8

	
	31-40
	47
	48.0

	
	41-50
	12
	12.2

	
	Total
	98
	100.0


Source: Field Survey, 2025
The table above shows the age distribution ofMalete indigenes. 39.8% are 20-30 years, 48.0% are 31-40 years, and 12.2% are 41-50 years.
TABLE 4.3.3 Marital status
	
	Frequency
	Percent

	
	SINGLE
	29
	29.6

	
	MARRIED
	55
	56.1

	
	DIVORCED
	3
	3.1

	
	SEPARATED
	11
	11.2

	
	Total
	98
	100.0


Source: Field Survey, 2025
The table above shows the marital status of Malete indigenes.29.6 % are single, 56.1% are married, 3.1% are divorced and 11.2% are separated.
TABLE 4.3.4Educational qualification
	
	Frequency
	Percent

	
	PRIMARY
	76
	77.6

	
	SSCE
	22
	22.4

	
	Total
	98
	100.0



Source: Field Survey, 2025
The table above shows the educational qualification of Malete indigenes. 77.6% have primary school certificate, 22.4% have SSCE qualification
TABLE 4.3.5 Transformationalleadership has an influence on organizational profitability.
	
	Frequency
	Percent

	
	STRONGLY DISAGREE
	2
	2.0

	
	DISAGREE
	6
	6.1

	
	AGREE
	66
	67.3

	
	STRONGLY AGREE
	24
	24.5

	
	Total
	98
	100.0


Source: Field Survey, 2025
The above table shows the responses of respondent on if Transformational leadership has an influence on organizational profitability. From the responses given by the respondents, 2.0% strongly disagree, 6.1% disagree, 67.3% agree and 24.5% strongly agree.
	TABLE 4.3.6 Through Transformationalleadership, Access bank has earned high proffitability over the Years



	
	Frequency
	Percent

	
	STRONGLY DISAGREE
	2
	2.0

	
	DISAGREE
	10
	10.2

	
	UNDECIDED
	8
	8.2

	
	AGREE
	50
	51.0

	
	STRONGLY AGREE
	28
	28.6

	
	Total
	98
	100.0


Source: Field Survey, 2025
The above table shows the responses of respondent on if through Transformational leadership, Access bank has earned high profitability over the years. From the responses given by the respondents, 2.0% strongly disagree, 10.2% disagree, 8.2% undecided, 51.0% agree and 28.6% strongly agree



TABLE 4.3.7 Access bank has reduced unemployment rate  through Transformation leadership.
	
	Frequency
	Percent

	
	STRONGLY DISAGREE
	6
	6.1

	
	DISAGREE
	18
	18.4

	
	UNDECIDED
	2
	2.0

	
	AGREE
	46
	46.9

	
	STRONGLY AGREE
	26
	26.5

	
	Total
	98
	100.0


Source: Field Survey, 2025
The above table shows the responses of respondent on if Access bank has reduced unemployment rate through Transformation leadership. From the responses given by the respondents, 2.0% strongly disagree, 6.9% disagree, 19.8% undecided, 42.6% agree and 28.7% strongly agree.

TABLE 4.3.8 Access bank has built its efficiency through democratic leadership.
	
	Frequency
	Percent

	
	STRONGLY DISAGREE
	8
	8.2

	
	DISAGREE
	10
	10.2

	
	AGREE
	60
	61.2

	
	STRONGLY AGREE
	20
	20.4

	
	Total
	98
	100.0


Source: Field Survey, 2025
The above table shows the responses of respondent on ifAccess bank has built its efficiency through democratic leadership. From the responses given by the respondents, 8.2% strongly disagree, 10.2% disagree, 61.2% agree and 20.4% strongly agree.





TABLE 4.3.9 Access bank’s democratic leadership has been known for  effectiveness.
	
	Frequency
	Percent

	
	STRONGLY DISAGREE
	10
	10.2

	
	DISAGREE
	14
	14.3

	
	UNDECIDED
	2
	2.0

	
	AGREE
	52
	53.1

	
	STRONGLY AGREE
	20
	20.4

	
	Total
	98
	100.0



Source: Field Survey, 2025
The above table shows the responses of respondent on if Access bank’s democratic leadership has been known for effectiveness. From the responses given by the respondents, 10.2% strongly disagree, 14.3% disagree, 2.0% undecided, 53.1% agree and 20.4% strongly agree.
TABLE 4.3.10 Access bank’s democratic leadership has helped influencing the metropolitan over time
	

	Frequency
	Percent

	Valid
	STRONGLY DISAGREE
	12
	12.2

	
	DISAGREE
	26
	26.5

	
	UNDECIDED
	20
	20.4

	
	AGREE
	24
	24.5

	
	STRONGLY AGREE
	16
	16.3

	
	Total
	98
	100.0


Source: Field Survey, 2025
The above table shows the responses of respondent on if Access bank’s democratic leadership has helped influence the metropolitan over time. From the responses given by the respondents, 12.2% strongly disagree, 26.5% disagree, 20.4% undecided, 24.5% agree and 16.3% strongly agree.
	


TABLE 4.3.11 Access bank’s transformationalleadership have helped influence the mindset of kwaran over time



	
	Frequency
	Percent

	
	STRONGLY DISAGREE
	14
	14.3

	
	DISAGREE
	12
	12.2

	
	UNDECIDED
	14
	14.3

	
	AGREE
	40
	40.8

	
	STRONGLY AGREE
	18
	18.4

	
	Total
	98
	100.0


Source: Field Survey, 2025
The above table shows the responses of respondent on if Access bank’s transformational leadership and have helped influence the mindset ofkwaran over time. From the responses given by the respondents, 14.3% strongly disagree, 12.2% disagree, 14.3% undecided, 40.8% agree and 18.4% strongly agree
	TABLE 4.3.12 Democratic leadership has distinct Access among other banks



	
	Frequency
	Percent

	
	STRONGLY DISAGREE
	14
	14.3

	
	DISAGREE
	18
	18.4

	
	UNDECIDED
	6
	6.1

	
	AGREE
	40
	40.8

	
	STRONGLY AGREE
	20
	20.4

	
	Total
	98
	100.0


Source: Field Survey, 2025
The above table shows the responses of respondent on if democratic leadership has distinct ACCESS among other banks. From the responses given by the respondents, 14.3% strongly disagree, 18.4% disagree, 6.1% undecided, 40.8% agree and 20.4% strongly agree

TABLE 4.3.13 ACCESS BANK growth is based on its democratic leadership
	
	Frequency
	Percent

	
	STRONGLY DISAGREE
	8
	8.2

	
	DISAGREE
	6
	6.1

	
	AGREE
	70
	71.4

	
	STRONGLY AGREE
	14
	14.3

	
	Total
	98
	100.0


Source: Field Survey, 2025
The above table shows the responses of respondent on if ACCESS BANK growth is based on its democratic leadership. From the responses given by the respondents, 8.2% strongly disagree, 6.1% disagree, 71.4% agree and 14.3% strongly agree.
TABLE 4.3.14 Transformational leadership is a pre requisite to ACCESS BANKEffectiveness.
	
	Frequency
	Percent

	
	STRONGLY DISAGREE
	10
	10.2

	
	DISAGREE
	12
	12.2

	
	UNDECIDED
	20
	20.4

	
	AGREE
	36
	36.7

	
	STRONGLY AGREE
	20
	20.4

	
	Total
	98
	100.0




Source: Field Survey, 2025
The above table shows the responses of respondent on if transformational leadership is a pre requisite to ACCESS BANK effectiveness. From the responses given by the respondents, 10.2% strongly disagree, 12.2% disagree, 20.4% undecided, 36.7% agree and 20.4% strongly agree


	TABLE 4.3.15 Through ACCESS BANK's Efficiency, its operations has been sustained



	
	Frequency
	Percent

	
	STRONGLY DISAGREE
	16
	16.3

	
	DISAGREE
	6
	6.1

	
	UNDECIDED
	28
	28.6

	
	AGREE
	26
	26.5

	
	STRONGLY AGREE
	22
	22.4

	
	Total
	98
	100.0



Source: Field Survey, 2025
The above table shows the responses of respondent on if through ACCESS BANK's Efficiency, its operations has been sustained. From the responses given by the respondents, 16.3% strongly disagree, 6.1% disagree, 28.6% undecided, 26.5% agree and 22.4% strongly agree
	



4.4 TEST OF HYPOTHESIS
Re-statement of hypothesis
H01:There is no significant relationship between transformational leadership and profitability
H02:democratic leadership style does not affect Effectiveness.
H03: laize-faire leadership does not impact Efficiency
H04: There is no significant relationship between autocratic leadership style and Productivity
Hypothesis one
H01: 	There is no significant relationship between transformational leadership and profitability
	
 Model Summary

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

	1
	.576a
	.332
	.325
	1.96691



	a. Predictors: (Constant), TRANSFORMATIONAL LEADERSHIP



	ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	
	Regression
	184.439
	1
	184.439
	47.674
	.000b

	
	Residual
	371.398
	96
	3.869
	
	

	
	Total
	555.837
	97
	
	
	



	a. Dependent Variable: PROFITABILITY

	b. Predictors: (Constant), TRANSFORMATIONAL LEADERSHIP



	
Interpretation of Results and Decision
The result from the model summary table above shows the impact of transformational leadership on profitability to be 33.2% (R square 0.332). The Anova table shows the Fcal as 47.674 at 0.001 level of significance. This implies that Transformational leadership has significant impact on profitability.


	
Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	6.149
	1.160
	
	5.301
	.000

	
	TRANSFORMATIONAL LEADERSHIP
	.560
	.081
	.576
	6.905
	.000



	a. Dependent Variable: PROFITABILITY



The coefficient table above shows a simple model that expresses Transformational leadership affect organisationprofitability. The model shows the constant and B which is the value of coefficient. Values from the table above shows that for every 100% increase in profitability, Transformational leadership contributed 56.0%. Thus, we reject the null hypothesis and embrace the alternate hypothesis
Hypothesis two
H02:democratic leadership style does not affect Effectiveness.
	
Model Summary

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

	1
	.181a
	.033
	.023
	1.93981



	a.Predictors: (Constant), DEMOCRATIC LEADERSHIP



	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	
	Regression
	12.156
	1
	12.156
	3.231
	.075b

	
	Residual
	357.473
	95
	3.763
	
	

	
	Total
	369.629
	96
	
	
	



	a. Dependent Variable: EFFECTIVENESS

	b. Predictors: (Constant), DEMOCRATIC LEADERSHIP



Interpretation of Results and Decision
The result from the model summary table above shows the impact of democratic leadership on effectiveness to be 3.3% (R square 0.033). The Anova table shows the Fcal as 3.231 at 0.001 level of significance. This implies that has democratic leadership has significant impact on effectiveness.


	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	11.912
	1.144
	
	10.410
	.000

	
	DEMOCRATIC LEADERSHIP
	.144
	.080
	.181
	1.797
	.075



	a. Dependent Variable: EFFECTIVENESS


The coefficient table above shows a simple model that expresses democratic leadership affecteffectiveness. The model shows the constant and B which is the value of coefficient. Values from the table above shows that for every 100% increase in effectiv ness, democratic leadership contributed 72.8%. Thus, we reject the null hypothesis and embrace the alternate hypothesis.
Hypothesis three
H03: laizefaire leadership style does not affect Efficiency
	Model Summary

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

	1
	.513a
	.263
	.256
	2.06519



	a. Predictors: (Constant), LAIZEFAIRE LEADERSHIP



	ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	
	Regression
	146.394
	1
	146.394
	34.324
	.000b

	
	Residual
	409.443
	96
	4.265
	
	

	
	Total
	555.837
	97
	
	
	



	a. Dependent Variable: EFFICIENCY

	b. Predictors: (Constant), LAIZEFAIRE LEADERSHIP



Interpretation of Results and Decision
The result from the model summary table above shows the impact of laizefaire leadership style on Efficiency to be 26.3% (R square 0.263). The Anova table shows the Fcal as 34.324 at 0.001 level of significance. This implies that laizefaire leadership style has significant impact 

On Efficiency.
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	7.357
	1.160
	
	6.344
	.000

	
	Laizefaire leadership
	.481
	.082
	.513
	5.859
	.000



	a. Dependent Variable: EFFICIENCY



The coefficient table above shows a simple model that expresseslaizefaire leadership affectEfficiency. The model shows the constant and B which is the value of coefficient. Values from the table above shows that for every 100% increase Inefficiency, laizefaire leadership contributed 48.1%. Thus, we reject the null hypothesis and embrace the alternate hypothesis.
Hypothesis four
H04: There is no significant relationship between autocratic leadership style and productivity
	
Model Summary

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

	1
	.536a
	.287
	.280
	1.66542



	a. Predictors: (Constant), AUTOCRATIC LEADERSHIP



	ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	
	Regression
	106.135
	1
	106.135
	38.266
	.000b

	
	Residual
	263.493
	95
	2.774
	
	

	
	Total
	369.629
	96
	
	
	



	a. Dependent Variable: PRODUCTIVITY

	b. Predictors:AUTOCRATIC LEADERSHIP 



Interpretation of Results and Decision
The result from the model summary table above shows the impact of autocratic leadership on productivity to be 28.7% (R square 0.287). The Anova table shows the Fcal as 38.266 at 0.001 level of significance. This implies that autocratic leadership has significant impact on productivity.
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	
	(Constant)
	8.216
	.940
	
	8.738
	.000

	
	AUTOCRATIC LEADERSHIP
	.413
	.067
	.536
	6.186
	.000


a. Dependent Variable: PRODUCTIVITY
	
	


The coefficient table above shows a simple model that expresses autocratic leadership affect productivity. Then model shows the constant and B which is the value of coefficient. Values from the table above shows that for every 100% increase in productivity, autocratic leadership contributed 72.8%. Thus, we reject the null hypothesis and embrace the alternate hypothesis
4.5 Discussion of Results
This study examines the impact of leadership style on Organizational's performance. The X construct is leadership style in which two variables were incorporated to demystify the concept of leadership style which includes transformationalandDemocratic leadership while Y construct is Organizational's performance which also consists of two variables which include profitability and institution Efficiency. The study tries to know whether Access Bank performs well through itsleadership style and how its activity has marginalized its performance positively. The findings however  shows a linear relationship between  variables used to measure the two constructs after the postulation of four hypotheses which invariably declares that leadership style plays an important role in promoting Organizational's performance. also from information gathered  through questionnaires distributed within the indigenes of Malete community. It was detected that leadership style does enrich the organization’s performance.



CHAPTER FIVE
                        SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 Introduction
This chapter of this research work gives an overview of the research work from chapter one to four. This chapter also examines the theoretical and empirical findings as discovered by the researcher, the conclusion of the research work and recommendations by the researcher. The purpose of this study is to examine the Effect of leadership style on organizational performance in Nigeria. Four hypotheses were formulated in the course of the research which was tested using correlation and regression analysis.
5.2 Summary of Finding
This research work started with chapter one the introductory part discussing the background of understanding on the term leadership style, followed by the research problems, objectives, questions, hypotheses and the operationalization of the two constructs for explanation and measurement mechanism. Under leadership style, variables are transformational and democratic leadership style, while for organizational performance, the variables are profitability and effectiveness.
       Followed by chapter two which comprises the conceptual framework, theoretical framework, empirical framework and the gap in literatures. The conceptual framework discussed the variables relevant to the study. The chapter three expressed the methodology that was adopted to obtain data which is the hallmark of research. Chapter four analyzed the data gathered from the field work applying due statistical tools and the results were duly interpreted.
Findings
The findings for this study are divided into two parts namely: theoretical findings and empirical findings. The theoretical findings are abstracted from the literature review in chapter two while the empirical findings are derived from data generated from the field by the researcher.
Theoretical Findings
1.        According to the Great Man theory evolved around the mid 19th century. Even though no one was able to identify with any scientific certainty, which human characteristic or combination of, were responsible for identifying great leaders. Everyone recognized that just as the name suggests; only a man could have the characteristic (s) of a great leader.
The Great Man theory assumes that the traits of leadership are intrinsic. That simply means that great leaders are born.
        On Heroes, Hero-Worship, and the Heroic in History they are not made. This theory sees great leaders as those who are destined by birth to become a leader. Furthermore, the belief was that great leaders will rise when confronted with the appropriate situation.
2.        According to the trait leadership theory believes that people are either born or are made with certain qualities that will make them excel in leadership roles. That is, certain qualities such as intelligence, sense of responsibility, creativity and other values puts anyone in the shoes of a good leader. In fact, Gordon Allport, an American psychologist,"...identified almost 18,000 English personality-relevant terms" (Matthews, Deary & Whiteman, 2003, p. 3).
The trait theory of leadership focused on analyzing mental, physical and social characteristic in order to gain more understanding of what is the characteristic or the combination of characteristics that are common among leaders. 
3. In reaction to the trait leadership theory, the behavioral theories are offering a new perspective, one that focuses on the behaviours of the leaders as opposed to their mental, physical or social characteristics. Thus, with the evolutions in psychometrics, notably the factor analysis, researchers were able to measure the cause an effects relationship of specific human behaviours from leaders. From this point forward anyone with the right conditioning could have access to the once before elite club of naturally gifted leaders. In other words, leaders are made not born.
4.        According to The Contingency Leadership theory argues that there is no single way of leading and that every leadership style should be based on certain situations, which signifies that there are certain people who perform at the maximum level in certain places; but at minimal performance when taken out of their element.
     To a certain extent contingency leadership theories are an extension of the trait theory, in the sense that human traits are related to the situation in which the leaders exercise their leadership.
5. According to Transactional theories, also known as exchange theories of leadership, are characterized by a transaction made between the leader and the followers. In fact, the theory values a positive and mutually beneficial relationship.
          For the transactional theories to be effective and as a result have motivational value, the leader must find a means to align to adequately reward (or punish) his follower, for performing leader-assigned task. In other words, transactional leaders are most efficient when they develop a mutual reinforcing environment, for which the individual and the organizational goals are in sync.
Empirical Findings
1. Most of the indigenes in Malete community are male as the frequency distribution from the research conducted shows that 54.1% are male and 45.9% are female. In addition to this, most of the indigenes are married. Few of them are either divorced or separated. More than half of the indigenes attain primary school certificate.
2. The study found out that transformational leadership has significant impact on profitability. Drawing from the sample used for the study, organizations adopt transformational leadership to increase the profitability of an organisation.
3. The study also revealed that democratic leadership has significant impact on effectiveness. The adoption of democratic leadership will promote the effectiveness of an organisation.
4. This study also found out that laize-faire leadership  has significant relationship on organisation efficiency. Sanctifying customers is very important in business. Organisation tends to maintain its customers if there is efficiency in an organisation.
5. The study found significant relationship between autocratic leadership on productivity. The operating word for today’s competitive and dynamic business environment is cheaper and faster. Therefore, organisation that reduce its cost of operation and offer its product or services at lower price to customers will not only attract new customers but also maintain the existing customers.

5.2 Conclusion 
Leadership style is a vital element that every organization that wants to stay afloat competition must adopt. There has to be a crucial and tremendous growth in the application of leadership style to accomplish a good organizational performance in different sectors and industries. Research shows that leadership style  has brought benefits to the organization and has boost its image in the mind of its stakeholders. Organizations hence are advised to make use of it effectively and efficiently in any environment which it operates as this will make that organization responsible in the mind of its respective stakeholders and this will increase its productivity which will in turn increase the profitability of such organization.

5.3	 Recommendations
Based on the findings of the study, the following recommendations can be summarized thus:
	The impact of leadership style on organizational performance will help the leaders to have a better understanding of their employees and know the best leadership style to adopt in order to effectively influence or motivate their subordinates. This work will also be of importance to other organization especially those having problems with leadership. They can draw lessons from the recommendation of this study to enhance the qualities of their leaders.
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APPENDIX
SECTION A: BIO DATA
Sex:                                       male (   )  female (    )
Marital status:                      single (   )  married (   )
Age:                                          20-30 (  )   31-40 (  )   41-50 (  )  51- above  (  )
Level of Education:                  primary (   )   secondary (  )   others (  )
Management level:                 Lower (  )     middle (  )    Senior.  (  )
Experience:.                             0-5 years ( )  5-10 years ( )  10 - Above (  )

SECTION B: please tick the boxes as appropriate for each questions.
	S/N
	 Transformational leadership style

	SA
	A
	U
	SD
	D

	1.
	There is enormous effect of Transformational leadership style on  Access bank's profitability.
	
	
	
	
	

	2.
	Access bank's Transformational leadership style has earned a stability over the Years.
	
	
	
	
	

	3.
	Leadership style have reduced uncertainty in the industry through Adequate motivation.
	
	
	
	
	

	4.
	Access Bank leadership style have built  its reputation through sustainable Transformational style.
	
	
	
	
	

	
	
	
	
	
	
	


 
	S/N
	Democratic leadership style
	SA
	A
	U
	SD
	D

	1.
	The influence of democratic leadership style on profitability in Access Bank cannot be overwhelmed.

	
	
	
	
	

	2.
	Through Democratic leadership style, Access bank's performance have  been influenced  over time
	
	
	
	
	

	3.
	Democratic style existence has helped influence the mindset of kwarans about Access bank over time 
	
	
	
	
	

	4.
	Democratic leadership style have distinct Access Bank among other financial institution in Nigeria.
	
	
	
	
	



	S/N
	Profitability
	S   A
	 A
	U
	SD
	D

	1.
	Profitability of Access bank are based on Leadership style of the employees.
	
	
	
	
	

	2.
	Profitability is a pre requisite to existence of Access Bank to ensure effectiveness.

	
	
	
	
	

	3.
	Through profitability, its operations has been sustained
	
	
	
	
	

	4.
	You are aware of our profitability in the state through effective skills acquisition.
	
	
	
	
	



	S/N
	Efficiency
	SA
	A
	U
	SD
	D

	1.
	Since the existence of its leadership style, Access Bank are aware of their Efficiency. 
	
	
	
	
	

	2.
	Access Bank have executed projects that have helped improved market share to ensure Efficiency.
	
	
	
	
	

	3.
	Access Bank sustainability has been through its secured and impressed Efficiency level.
	
	
	
	
	

	4.
	Performance of Access Bank have been improved Through leadership style which has  increased Efficiency.
	
	
	
	
	




