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CHAPTER ONE

1.0 Background to the study

1.1
Introduction


Labour is the most distinct of all the factors of production because of his ability to respond to changes in management and leadership policy. The greatest and perhaps singular factor that can programme organization is that of human resources. Though, inadequate equipment and machinery can hamper the growth of a scheme, the equipment on its own can do nothing in the absence of the human effort. This is why it is often said that the success or failure of an organization to a great extent depends on the human resources of that organization.

The challenges of coping with today’s uncertain business environment have put many organizations on their toes to struggle for survival in the heat of competition. The driver of such strategic move towards surviving the competition is the leadership provided by managers who are expected to influence others in achieving organizational goals and also boost employee’s performance. Shafie et al. (2013) explains the importance of leadership in organizations and especially on human beings who are apparently the biggest asset of any firm; “The main drivers of organizations are usually employees, they give life to the organizations and provide goals" (Shafie et al., 2013). It is very paramount to provide workers with direction and psychological satisfaction to get the best from them, this direction can only come from leaders. In fact, leadership is very critical for all organizations in realizing their set objectives. Since leadership is a key factor for improving the performance of many if not all organizations and the success or failure of an organization depends on the effectiveness of leadership at all levels. 

Paracha et al (2012) is in support of this “Leaders play essential role in accomplishment of goals and boost employee’s performance by satisfying them with their jobs” (p.55) Leadership is perhaps the most thoroughly investigated organizational variable that has a potential impact on employee performance (Cummings and Schwab, 1973). “It is a vital issue in every organization primarily because the decisions made by the leaders could lead to success or business failure”. Notably, it has been widely accepted that effective organizations require effective leadership and that employee performance together with organizational performance will suffer in direct proportion to the neglect of this, Fiedler and House (1988). Furthermore, it is generally accepted that the effectiveness of any set of people is largely dependent on the quality of its leadership – effective leader behavior facilitates the attainment of the follower’s desires, which then results in effective performance (Fiedler & House, 1988; Maritz, 1995; Ristow, et al., 1999).

According to Focter (1974), leadership programme depends as much on the organization as its depends as much on leader’s own attributes. Except perhaps for the usual cases, it is simply not meaningful to speak of an effective leaders who tends to be effective in one situation but ineffective in another. To increase organization and group effectiveness, the leaders needs not only be trained to perform more effectively but also build an organization environment in which the leader can perform well.

The trait often considered desirable for  effective leadership includes such things as fairness, honest, loyalty to group goals, reliability, judiciousness, perception, fairness and courage.

1.2
Statement of the Problem


Organization are synonymous some leaders do not appreciate the fact that employees have to be motivated to ensure they do goals and objectives to be achieved. Due to the prevalent situation in Herald Newspaper, Ilorin and Nigeria in general where supply of labour is greater than its demand some employees do not believe much in effective motivation of workers and in maintenance of good relationship patterns for high organizational performance.


They uphold the view that even if workers are not properly motivated by the leadership style, they cannot leave the job as jobs are scarcely available in the labour market. Most employees are not effective in their leadership behavior. They treat workers as machines believing that workers could be treated any how to attain their goals.


Some leaders do not also manage their time effectively with their workers to enhance effective job performance from the employees. In response to this workers do not handle their work properly. There is evidently not proper planning and priority given to tasks and in effect leads to ineffectiveness.

1.3 Objectives of the Study

General Objective

The objective of this study was therefore to investigate the effect of different leadership styles on the performance of employees at Herald Newspaper, Ilorin.

Specific Objectives

The study was guided by the following specific objectives:

(i) To
evaluate
the
effects
of
transformational
leadership
on
employee performance in Herald Newspaper, Ilorin

(ii) To evaluate the effect of transactional leadership on employee performance in Herald Newspaper, Ilorin.

(iii) To evaluate the effect of laissez-faire leadership style on employee performance in Herald Newspaper, Ilorin.

(iv) To evaluate the effect of autocratic leadership on employee performance in Herald Newspaper, Ilorin
1.4 Research Questions

The study sought to answer the following questions;

i. What is the effect of transformational leadership style on employee performance in Herald Newspaper, Ilorin?

ii. What is the effect of transactional leadership style on employee performance in Herald Newspaper, Ilorin?

iii. What is the effect of laissez -faire leadership style on employee performance in Herald Newspaper, Ilorin?

iv. What is the effect of Autocratic leadership style on employee performance in Herald Newspaper, Ilorin?

1.5
Research Hypotheses

H1.
The
Transformational
leadership
style
positively
affects
employee performance in Herald Newspaper, Ilorin.

H2.
The Transactional leadership style positively affects employee performance in Herald Newspaper, Ilorin.

H3.
The laissez-faire leadership style does not affect employee performance in Herald Newspaper, Ilorin.

H4.
The Autocratic leadership style positively affects employee performance in Herald Newspaper, Ilorin

1.5 Significance of the study

This research work will enable us to find out and appropriate the following

a. The study will reveal the relevance of leadership to survival of an organization

b. It will reveal how the selection of organization heads effects their ability to lead

c. It will reveal the impact of leadership style on employees’ productivity.

1.6
Scope and limitations Of The Study


The scope of this study will be concerned with the role of leadership styles and how they affect workers’ productivity. The study will help in assessing the effect of leadership styles on workers’ productivity.  It is limited to the staffs of Herald Newspaper, Ilorin, Ilorin. To make the study more reliable and valid, the study sample will cut across both top and middle level management and also their subordinates due to the nature of subject being addressed.  The study excludes those in the organization that can neither read nor write.

The followings are the limitations of the study:

Time constraint: The time constraints made quite challenging in following up on respondents to collect questionnaire feedback for the necessary required data for analysis as well as meeting with supervisor for consultations. Additionally, the length of time (4 months) available for this project work from the organization’s programme schedule to complete the course made it impossible to cover every aspect of interest to the researcher in minute detail as would have been expected.

Busy Schedule: Busy schedules of respondents at work coupled with their individual social responsibilities made it very challenging for them to respond to the questionnaires in time and to return them for the researcher to continue with data analysis. This further reduced the returns rate of questionnaire.

Financial constraint: Financing the research was very challenging because herald newspaper as an organization was neither sponsoring the researcher’s education nor was it supporting the research financially. The financial challenges were compounded by some respondents demanding honorarium form researcher as motivation before they responded and returned the questionnaires.
1.7
Organization of the study

This research work is organized in five chapters. Chapter one contains introduction, statement of the problem, objective of the study, definition of terms, research question and organizational of the study. Chapter two presents literature review. Chapter three presents the methodology applied in the study. Chapter four presents and discusses the findings of the study. Finally, chapter five summarizes, concludes and presents recommendations. Areas  for future studies are also recommended.

1.8
Definition Of The Key Terms

The Herald:
Title of the Newspaper that circulates daily
Autocratic- style: All the policies of the group were determined solely by the leader. All authority was centered in this person. The leader told the children how the task was to be done in a step- step manual so that, at anyone time there were uncertain as to what the future step were. 

The leader dictates what the work has and with whom each member would work.

Management is the art of getting things done through others. Efficiently and effectively. It is a process by which cooperative direct the  action of their member towards common objectives. 

Organization means, suggest that this is not a straight forward task, and offer contrasting perspective lives on the issue.

Strategy: It is the development of reaction capacity by an organization to adopt to environmental change as well as the potential for result. 
Target Audience: Raffle draw message refer to the words and picture of illustration that have made up in the promotion and they are laid out to create a total impression.
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CHAPTER TWO

LITERATURE REVIEW

1.1 Introduction

The chapter presents a review of the literature related to the study. Past studies are important as they guide the researcher on other studies done on the same topic. From this review, a conceptual framework using the dependent and the independent variables in the survey is developed, which lays a framework for the study. The chapter has six parts; conceptual definitions, the theoretical review, the empirical literature review, research gap, the conceptual framework and statements of hypotheses.

2.2
Conceptual Framework

2.2.1
Leadership and Leadership Style

Although leadership has been well researched over the years, there is still lack of a definition that is universally accepted. Just like Stogdill (1974) puts it, “There are almost as many definitions of leadership as there are persons who have attempted to define the concept”. The following are a few examples of such definitions Talat et al (2015) asserts that leadership is wide spread process, which calls for authority, responsibility and delegation of power. Leaders help to direct, guide and persuade their followers (employees) towards achieving their personal and organizational goals and objectives. Thus, leadership styles cover all aspects of dealing within and outside of an organization, handling or dealing with conflicts, helping and guiding the workforce to achieve and accomplish their tasks and appearing as a role model for all. 

According to Kumar (2014) “leadership is leadership is defined as a process by which a person influences others to accomplish an objective and directs the organization in a way that makes it more cohesive and coherent” ( p. 441). These are accomplished through the application of leadership attributes, such as beliefs, values, ethics, character, knowledge, and skills. Leadership is the integrated sharing of vision, resources, and value to induce positive change. It is the ability to build up confidence and zeal among people and to create an urge in them to be led.

Wammy & Swammy (2014) see leadership as a social influence process in which the leader seeks the voluntary participation of subordinates in an effort to reach organization goals and therefore a leader is a person who delegates or influences others to act so as to carry out specified objectives. Memon (2014) defines leadership as process by which an individual influences the thoughts, attitudes and behaviors of others by taking responsibility for setting direction for the firm, others to see and visualize what lies ahead and figure out how to archive it.

Leslie et al (2013) asserts that leadership is the ability to influence people to willingly follow one’s guidance or adhere to one’s decisions. On the other hand who a leader is; one who obtains followers and influence them in setting and achieving objectives. In Sundi (2013), “Leadership is the ability to convince and mobilize others to work together as a team under his leadership to achieve a certain goal”( p. 50). Leadership is the influencing process of leaders and followers to achieve organizational objectives through change Lussier and Achua (2009). 

According to Hill (2008). Leadership is the process of motivating, influencing and directing others in the organization to work productively in the pursuit of organization goals. Armstrong (2003), leadership is simply the ability to persuade others willingly to behave differently for achieving the task set for them with the  help of the group. Leadership, according to Levine and Crom (1994), “is about listening to people, supporting and encouraging them and involving them in the decision-making and problem-solving processing. It is about building teams and developing their ability to make skillful decisions”.

Conger (1992) define leadership as “individuals who establish direction for a working group of individuals who gain commitment from these group of members to this direction and who then motivate these members to achieve the direction’s outcome”.

Basically every leader has a different behavior in leading his followers. It is called leadership style. Cuadrado et al (2007) described leadership style as consistent set of behaviors /patterns, proposing two dimensions in leaders behavior, structure initiation which includes task oriented leaders and consideration which includes relation oriented leaders. Memon (2014) defines leadership style as a leader’s style of providing direction, motivating people and implementing plans. Leadership styles are seen as approaches that leaders use when leading organizations, departments, or groups (Mehmood & Arif, 2011) Leaders who search for the most effective leadership style may find that a combination of styles is effective because no one leadership style is best (Darling & Leffel, 2010).

Based on the above, this study adopts the definition of leadership by Hill (2008). A well-directed employee is a focused employee in terms of expectations and organizational goals, such individual tend to understand product knowledge, procedures and processes, any time we develop our employees we give them the power and the ability to produce and give their best to the organization hence increased productivity. Leadership style application is determined by leaders themselves. If leadership style applied is good and can give a good direction to subordinates, then it create confidence and work motivation to employees, thus increasing employee morale which also effects on better employee performance.

Leaders must work together with subordinates/employees to achieve better performance. Sudi (2013) in his research, employee performance is very influenced by leadership style.

2.2.2
Types of leadership

1. Autocratic Leadership

Autocratic leadership style is centered on the boss. In this leadership the leader holds all authority and responsibility. In this leadership, leaders make decisions on their own without consulting subordinates. They reach decisions, communicate them to subordinates and expect prompt implementation. Autocratic work environment does normally have little or no flexibility.

In this kind of leadership, guidelines, procedures and policies are all natural additions of an autocratic leader. Statistically, there are very few situations that can actually support autocratic leadership.

2. Democratic Leadership

In this leadership style, subordinates are involved in making decisions. Unlike autocratic, this headship is centered on subordinates’ contributions. The democratic leader holds final responsibility, but he or she is known to delegate authority to other people, who determine work projects.

The most unique feature of this leadership is that communication is active upward and downward. With respect to statistics, democratic leadership is one of the most preferred leadership, and it entails the following: fairness, competence, creativity, courage, intelligence and honesty.

3. Strategic Leadership Style

Strategic leadership is one that involves a leader who is essentially the head of an organization. The strategic leader is not limited to those at the top of the organization. It is geared to a wider audience at all levels who want to create a high performance life, team or organization.

The strategic leader fills the gap between the need for new possibility and the need for practicality by providing a prescriptive set of habits.  An effective strategic leadership delivers the goods in terms of what an organization naturally expects from its leadership in times of change. 55% of this leadership normally involves strategic thinking.

4. Transformational Leadership

Unlike other leadership styles, transformational leadership is all about initiating change in organizations, groups, oneself and others. Transformational leaders motivate others to do more than they originally intended and often even more than they thought possible. They set more challenging expectations and typically achieve higher performance.

Statistically, transformational leadership tends to have more committed and satisfied followers. This is mainly so because transformational leaders empower followers.

5. Team Leadership

Team leadership involves the creation of a vivid picture of its future, where it is heading and what it will stand for. The vision inspires and provides a strong sense of purpose and direction.

Team leadership is about working with the hearts and minds of all those involved. It also recognizes that teamwork may not always involve trusting cooperative relationships. The most challenging aspect of this leadership is whether or not it will succeed. According to Harvard Business Review, team leadership may fail because of poor leadership qualities.

6. Cross-Cultural Leadership

This form of leadership normally exists where there are various cultures in the society. This leadership has also industrialized as a way to recognize front runners who work in the contemporary globalized market. Organizations, particularly international ones require leaders who can effectively adjust their leadership to work in different environs. Most of the leaderships observed in the United States are cross-cultural because of the different cultures that live and work there.

7. Facilitative Leadership

Facilitative leadership is too dependent on measurements and outcomes – not a skill, although it takes much skill to master. The effectiveness of a group is directly related to the efficacy of its process. If the group is high functioning, the facilitative leader uses a light hand on the process.

On the other hand, if the group is low functioning, the facilitative leader will be more directives in helping the group run its process. An effective facilitative leadership involves monitoring of group dynamics, offering process suggestions and interventions to help the group stay on track.

8. Laissez-faire Leadership

Laissez-faire leadership gives authority to employees. According to azcentral, departments or subordinates are allowed to work as they choose with minimal or no interference. According to research, this kind of leadership has been consistently found to be the least satisfying and least effective management style.

9. Transactional Leadership

This is a leadership that maintains or continues the status quo. It is also the leadership that involves an exchange process, whereby followers get immediate, tangible rewards for carrying out the leader’s orders. Transactional leadership can sound rather basic, with its focus on exchange.

Being clear, focusing on expectations, giving feedback are all important leadership skills. According to Boundless.com, transactional leadership behaviors can include: clarifying what is expected of followers’ performance; explaining how to meet such expectations; and allocating rewards that are contingent on meeting objectives.

10. Coaching Leadership

Coaching leadership involves teaching and supervising followers. A coaching leader is highly operational in setting where results/ performance require improvement. Basically, in this kind of leadership, followers are helped to improve their skills. Coaching leadership does the following: motivates followers, inspires followers and encourages followers.

11. Charismatic Leadership

In this leadership, the charismatic leader manifests his or her revolutionary power. Charisma does not mean sheer behavioral change. It actually involves a transformation of followers’ values and beliefs.

Therefore, this distinguishes a charismatic leader from a simply populist leader who may affect attitudes towards specific objects, but who is not prepared as the charismatic leader is, to transform the underlying normative orientation that structures specific attitudes.

12. Visionary Leadership

This form of leadership involves leaders who recognize that the methods, steps and processes of leadership are all obtained with and through people. Most great and successful leaders have the aspects of vision in them.
2.3
Theoretical framework

Globally, leadership has become the most widely studied aspect of organizational behavior and a number of theories have emerged focusing on the strategies, traits, styles and the situational approach to leadership. As a result of ever-growing interest in the field of leadership, behavioral scientists and sociologists began to analyze the possible consequences of leadership behaviors and the variables that are used to predict the leader’s behaviors.
2.3.1
Traits and Behavioral Theory

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

Behavioral theories of leadership state that it is the behavior of leaders that distinguishes them from their followers. It focuses on the actions of leaders rather than on mental qualities or internal states with the belief that great leaders are made, not born. According to this theory, people can learn to become leaders through teaching and observation. Behavior theories examine whether the leader is task oriented, people oriented, or both. Studies conducted at the University of Michigan and Ohio State University in 1945, established two major forms of leader behavior namely: employee-centered and production-centered (Hersey and Blanchard, 1988).
2.3.2
Situational and Contingency Theory

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

Three models exist in this leadership approach: Fiedler’s (1967) co-worker theory, House’s (1971) path-goal theory, and Heresy and Blanchard (1969) situational leadership theory. From this approach and the three models no leadership style is  best in all situations. Success depends upon a number of variables, including the leader’s preferred style, the capabilities and behaviours of the followers, and aspects of the situation. Effective leadership requires adapting one’s style of leadership to situational factors, and control is contingent on three factors namely the relationship between the leader and followers, the degree of the task structure and the leaders’ authority, position or power.

2.3.3
Transformational and Transactional Theory

Over the past twenty five years, a large body of research has emerged around transformational – transactional leadership theory. Transactional theories focus on the role of supervision, organization and group performance and they base leadership on a system of rewards and punishments for meeting particular objectives. The type of transaction, whether a reward or discipline, depends on the performance of the employee. 

Bass (1985) as cited by Chan (2005) theorized the transactional leaders appeal to the subordinates’ self-interests. Transactional leaders attempt to meet the current needs of their subordinates through bargaining and exchanging. Both leaders and followers focus on achieving the negotiated performance level. Transformational theories focus upon the connections formed between leaders and followers. Transformational leadership is the leader’s ability to motivate followers to rise above their own personal goals for the greater good of the organization (Bass, 1985, 1996 as cited by Murphy & Drodge, 2004). Bass (1985) theorized the transformational style of leadership comes from deeply held personal values which cannot be negotiated and appeals to the subordinates’ sense of moral obligation and values. Bass declared there were four types of transformational leadership behavior, namely idealized influence (charisma), inspirational motivation, individualized  consideration, and intellectual stimulation.

2.4 Current Trend in Thinking

A large body of empirical evidences has demonstrated that leadership behaviors influence employee performance that strong leaders outperform weak leaders, and that transformational leadership generates higher performance than transactional leadership (Burns 1978; Bass1990; Hater and Bass 1985; Howell and Avolio 1993). Research (Bass & Avolio, 1994; Kotter, 1988 and Meyer & Botha, 2000) in organisational behavior has identified transformational leadership as the most suitable for modern-day organisations. The current business environment requires this innovative kind of leadership style; a style that empowers employees and raises employee performance in an effort to improve organisational performance and continued existence (Kotter, 1988). 

Evidence has been gathered in service, retail and manufacturing sectors, as well in the armed forces of the United States, Canada and Germany that points towards the marginal impact transactional leaders have on the effectiveness of their subordinates in contrast to the strong,positive effects of transformational leaders (Brand, Heyl & Maritz, 2000). Furthermore, in the Canadian financial industry it was found that transformational leadership is more strongly correlated with higher employee satisfaction and individual/organisational performance than transactional leadership (Meyer & Botha, 2000). On the basis then of the literature, it could be proposed that transformational leadership as opposed to transactional leadership would be more effective in achieving higher levels of employee performance.

Under transformational leaders, employees may receive individualized attention from the leader. As a result, they tend to reciprocate by supporting the leader’s agenda and performing beyond expectations. Hence, transformational leaders can develop high quality leader member exchange relationships with followers, through which they influence followers’ performance (e.g., Wang et al., 2005). Although the initial stage of LMX may be transactional, it can be transformational if the last stage is reached (Bass, 1999). In both Bass’s (1985) and Podsakoff et al.’s (1990) conceptualization, transactional leadership clarifies expectations toward followers’ performance and provides rewards to followers contingently on the level of their performance.

Followers will be motivated to meet performance expectations and fulfill their end of the contract in order to be rewarded accordingly (Bass, 1985). A strong empirical support for the relationship between leaders’ contingent reward and employee performance has been found (cf. Podsakoff, Bommer, Podsakoff, & MacKenzie, 2006). However, transformational leadership inspires followers with attractive vision, expresses optimism and high expectations for excellence and performance on the part of followers. It should be able to move followers beyond their normal level of performance (Bass, 1985).

A positive relationship between transformational leadership and employee performance has been found in both lab (Howell & Frost, 1989) and field (Bass, 1985) settings. Thus both transformational and transactional leadership are expected to have positive direct effect on employee performance. Raja and Palanichamy (2015) examined the effect of leadership styles on employee performance in public vs. private sector enterprises in India. From 43 middle-level managers and 156 subordinates, the study results indicate sufficient evidence, at the 5% level of significance, that there is a linear positive relationship between transformational leadership and employee performance, there is a significant positive relationship between transactional leadership employee performance. However, the study found that laissez-faire leadership had a negative relationship with the employee performance/outcomes”.

Leaders and their leadership styles is one of the mostly researched topics in the recent past. A number of studies have been conducted on the effects of leadership styles on employee performance. Rassol et al (2015) studied leadership styles and its impact on employee's performance in health sector of Pakistan and concluded that transformational leadership styles have more positive effect on employee performance than transactional leadership. They found out that transformational leadership can perform better in highly organic environment where focus is on competitive advantages. Results of their study also explored that the impact of transactional leadership was not much stronger as compared to transformational leadership on job performance. According to Pradeep and Prabhu (2011), leadership is positively linked with employee performance for both transformational leadership behaviors and transactional contingent reward leadership behaviors. The managers, who are perceived to demonstrate strong leadership behaviors, whether transformational or transactional, are seen to be engaging in increasing the employees’ performance.

2.5
Summary of the chapter


This chapter deals with literature review where the opinions of different authors in respect of the topic were discussed. The chapter talked about the conceptual framework , theoretical framework, current trend in thinking as well as the summary of the chapter.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1
Introduction

The researcher in his finding adopt priscriptive as well as descriptive method of research. It is permanent  to state at this point categorically that the researcher in his effort adopt the said descriptive and prescriptive method of the data collection base of the social scientific nature of the research problems. During the cause of the finding base it finding and interpretation of his  historic value to have clear view of the findings.

This chapter presents the methodology that was be used to carry out the study. The chapter considers in detail the methods that were used to collect primary or secondary data required in the study. In this chapter, the researcher discusses the research design and population size that was used. The researcher also discusses how collected data was analyzed giving details of any models or programmes that was used in analysis with reasons as to why these particular models or programmes was applied.

3.2
Sample of Population of the study

The study was conducted among Bank tellers, customer care staff, back office staff, credit officers, relationship officers, team leaders, supervisors and Branch managers of Herald Newspaper, Ilorin. The categories chosen were thought to be involved in the leadership management, decision making and operations of the bank. The study population was 600 employees in Ilorin and Kwara State in General. From the above population of respondents, the researcher consulted the Human Resource department to obtain a number of 300 permanent employees. The researcher obtained the names and telephone extension numbers of 300 permanent employees in the study regions.

3.3
Sources of Data


The sources of data for this project contained Secondary sources such as journal, Magazines, Text Book, Newspaper, e.t.c. this sources provide avenue to have cross fertilization of data using old and existing view and contribution from numerous schedule in the field of  leadership style on staff performance in an organization.
3.4 Method of Data Analysis

After the data was collected, it was coded and entered into SPSS. Correctness of data entry was checked. The scale based variables were checked for internal consistence after which the scores were aggregated to obtain mean scores for each respondent per scale variable measure.

Descriptive and inferential statistical techniques were used for data analysis. According to Amin (2005) Descriptive statistics provides us with the techniques of numerically and graphically presenting information that gives an overall picture of the data collected. In inferential statistics, Pearson’s correlation and multiple regression analysis were used to assess both relationships and effects as per the hypotheses of the study.

3.5
Research Problem

Time constraint: The time constraints made quite challenging in following up on respondents to collect questionnaire feedback for the necessary required data for analysis as well as meeting with supervisor for consultations. Additionally, the length of time (4 months) available for this project work from the organization’s programme schedule to complete the course made it impossible to cover every aspect of interest to the researcher in minute detail as would have been expected.

Busy Schedule: Busy schedules of respondents at work coupled with their individual social responsibilities made it very challenging for them to respond to the questionnaires in time and to return them for the researcher to continue with data analysis. This further reduced the returns rate of questionnaire.

Financial constraint: Financing the research was very challenging because Eco Bank Plc as an organization was neither sponsoring the researcher’s education nor was it supporting the research financially. The financial challenges were compounded by some respondents demanding honorarium form researcher as motivation before they responded and returned the questionnaires.

CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

4.1
Introduction

This chapter presents and discusses the findings of the study. It is organized as follows. Section 4.2 describes the sample. Section 4.3 presents the findings according to the research objectives and Section 4.4 discusses them.

4.2
Brief History of the case study

The Kwara State printing and publishing Corporation was established by the Kwara State of Nigeria by edict No 3, 1973 and dated the First of January of that year.

According to the Edict, “it shall be the duty of the corporation to disseminate knowledge of and to encourage interest in the state and to give guidance to the public upon any matter of public interest”.

By this singular directive and as spelt out in succeeding paragraphs of the edict, the corporation was to publish newspapers and periodicals, carry out all the functions comment to newspaper organization including the promotion, the encouragement and the stimulation in the study of journalism. One other thing the edict directed the corporation to do which makes it clearly superior to similar edicts in other states of the Federation was that “it shall encourage by completion or otherwise, the composition of music and literature of all kinds and alongside “shall maintain depots for the distribution of periodicals, literature and books”.

Several years of experience had shown the need for the state to organizae some form of publicity for its work and progress and it had become clear for quite sometime before the corporation was established that no other could care for the business of spreading information and education in the state better than state itself. Indeed, experience had shown that a great deal of the work of development  which had been carried out in the state and according to the tastes, dictates and desire of the people had been treated like a candle put under the bushel.

4.3
Presentation of Data


This section describes personal characteristics of the respondents of staff as shown below.

Table 1:
Sex of Respondent

	Sex
	No of respondents
	Percentages

	Male
	10
	66.67

	Female
	5
	33.33

	Total
	15
	100


Source:
Researcher Field Summary, 2024

Table 1 shows that 10(66.67%) of the respondents are Males, while 5(33.33%) are females

Table 2:
Age of Respondents

	Age
	No of respondents
	Percentages

	20-30 years
	4
	26.67

	31-40 years
	3
	20

	41-50 years
	7
	40.67

	51 years and above
	1
	6.67

	Total
	15
	100


Source:
Researcher Field Summary, 2024

Table 2 shows that 4 respondents representing 26.67% are within the age of 20-30 years, 3 respondents representing 20% are within the age of 31-40 years, 7 respondents representing 40.67% are within the age of 41-50 years, while 1 respondent representing 6.67% are 51 years and above.

Table 3:
Staff Status

	Status
	No of respondents
	Percentages

	Top officer
	5
	46

	Middle officer
	5
	33.33

	Lower officer
	4
	26.67

	Total
	15
	100


Source:
Researcher Field Summary, 2024
Table 3 shows that 46% of the respondents are Top officer, 33.33% are middle Officer, while 26.67% are Lower Officer.

Table 4:
Size of Staff

	Status
	No of respondents
	Percentages

	Over Staffed
	3
	26

	Moderate
	2
	13.33

	Understaffed
	16
	66.67

	Total
	15
	100


Source:
Researcher Field Summary, 2024

Table 4 shows that Overstaffed has 20%, moderate has 13.33% of responses while understaffed has 66.67% of responses.

Table 5:
Method of Respondent

	Responses
	No of respondents
	Percentages

	Advertisement
	5
	33.33

	Labour force
	6
	40

	Others
	4
	26.67

	Total
	15
	100


Source:
Researcher Field Summary, 2024

Table 5 shows that advertisement has 33.33% labour force takes 40% and other methods 26.67%

Table 6:
Procedure for selection

	Responses
	No of respondents
	Percentages

	Merit
	5
	33.83

	Quota system
	3
	20

	Experience
	4
	26.67

	All
	3
	20

	Total
	15
	100


Source:
Researcher Field Summary, 2024

Table 6 shows that merit has 33.33% of responses, quota system takes 20%, experience is having 26.67% while 20% of responses system supports all method.

Table 7:
Leadership style mostly by manager

	Leadership Styles
	No of respondents
	Percentages

	Autocratic
	2
	13.33

	Democratic
	5
	33.33

	Lazier faire
	2
	13.33

	Creative
	3
	20

	Persuasive
	2
	13.33

	Institution
	1
	6.67

	Total
	15
	100


Source:
Researcher Field Summary, 2024

Table 7 indicates that out of 15 respondents that reacted to statement that addresses leadership style being used by manager Herald Newspaper Ilorin 2(13.33%) opined that autocratic leadership was used 5(33.33%) believed that democratic was used, 2(13.33) said it was Lazier Fair, 3(20%) believed it was creative that was used, 2(13.33%) said it was Institution leadership style is mostly used by the manager, Herald Newspaper, Ilorin

4.4
Analysis of Data



The following subsections present the result as per the research objectives.

Research objectives one: Analysis of Leadership Style.


This subsection presents the result of the analysis of leadership styles. Four (4) main types of leadership styles were assessed. These were transformation leadership style with four dimensions (each with three items), transactional leadership styles with two (2) dimensions (each with three items). Authoritative and Laissez faire leadership styles each had six items. Descriptive statistics were used to assess the level. The mean and standard deviation (S.D.) of the four dimensions of transformational leadership styles were calculated, to establish the respondents, assessment of the extent to which their immediate supervisors practices this leadership style. The scale used in the statements was 1-strongly disagreed, 2-disagreed, 3-neutral, 4-agreed, 5-strongly agreed. The descriptive statistics of the findings are represented in table below.

	
	N
	Min
	Max
	Mean
	S.D.

	Idealized influence
	80
	1.00
	5.00
	4.1083
	93799

	Inspirational motivation
	80
	2.00
	5.00
	3.9708
	82880

	Intellectual simulation
	80
	1.33
	5.00
	3.8500
	82660

	Individual consideration
	80
	1.00
	5.00
	3.7542
	83816

	Valid N (List wise)
	80
	
	
	
	


Source: Researcher’s Field Survey 2024

The result in table above shows that the idealized influence had the highest mean of 4.1083 and standard deviation of 0.93799, followed by inspirational motivation at a mean of 3.9708 and standard deviation of 0.82880. intellectual simulation had a mean of 3.85 and standard deviation of 0.82660. the least but still with a high mean of 3.7542 and standard deviation of 0.83816 was individual consideration. Overall the transformational leadership style second a mean of 3.9208 and S.D. of 0.71316.

4.5
Testing of  Hypotheses

Table presents the results of bivariate correlation based on Pearson correlation statistics. Transformational leadership (M = 3.9208, SD = .71316) strongly and positively correlated with overall employee performance (M= 4.3312, SD = .60558), r (80) = .427, P < 0.01. And also, there was a positive correlation between transformational leadership (M = 3.9208, SD = .71316) and employees quality of performance (M = 4.31, SD = .739), r (80) = .338, p < 0.01. There was a strong and positive correlation between transformational leadership (M = 3.9208, SD = .71316) and productivity on the job (M = 4.35, SD = .576), r (80) = .464, p < 0.01.

Idealized Influence (M = 4.103, SD = .9379) strongly and positively correlated with employee performance (M = 4.3312, SD = .60558), r (80) = .501, p < 0.01. There was also a positive correlation between idealized influence (M = 4.103, SD = .9379) and quality of performance (M = 4.31, SD = .739), r(80) = .413 p < 0.01. There was also a strong and positive correlation between idealized influence (M = 4.31, SD =

.739) and productivity on the job (M = 4.35, SD = .576), r(80) = .523, P <0 .01.

In a summary, the results of correlation analysis indicated transformational leadership had strong and positive correlations with employee's general performance, and strong positive with all the two dimensions of employee performance, i.e. quality and productivity. Transactional leadership had insignificant negative correlations with employee performance; however, contingent reward had negative correlation with employee performance and its dimensions while management by exception had insignificant positive correlation with employee performance and its dimensions. Authoritative leadership exhibited negative but insignificant correlation across all the dimensions of employee performance while laissez faire exhibited insignificant positive correlation with employee performance and its dimensions.

4.6
Summary of the Chapter


The result obtained in table 7 revealed that the size independent variables together that is, Autocratic, Democratic, Lazier fair, creative, persuasive, institution leadership were potent predictor of staff productivity in Herald Newspaper, Ilorin has shown the result that Democratic leadership style were used by manager of Herald Newspaper, Ilorin.


This shows that a Democratic manager leader, allow the subordinates to  take part in decision making. The result seems that the Democratic leadership style revealed that statistical value obtained from each while Autocratic style of leadership is not a good significant predictors of staff productivity because the style contributed 2(13.33%), which is very insignificant in the predicting staff productivity.
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CHAPTER FIVE

5.0
SUMMARY, RECOMMENDATION AND CONCLUSION

5.1
SUMMARY OF FINDIGS

The overall aim of the study is to contribute to knowledge in the area of leadership styles that will enhance administrative effectiveness in the public sector, with particular reference to the Herald Newspaper. To a large extent, the concept of leadership has been discussed and it is observed that there is no activity in the workplace that is not dependent on the leader and that the leader’s disposition goes a long way in determining how effective the administration of the place will be.

Likewise, in order to verify if leader can be used as a toll of achieving administrative effectiveness, leadership styles were identified that could be responsible for a leader’s effectiveness or ineffectiveness.

In the Herald, it is noted that authoritarian style of leadership is in use while the majority of the employee prefer democratic style of leadership. Again, the problems militating against the form of leadership in use include among others, incompetence, political victimization, mis-management, inadequate funds, nepotism and poor planning.

Further research indicated that a good leadership, the leader’s characteristics, the followers characteristics, the organizational culture and organizational environment. The complexity of the leadership process cannot be revealed without considering the dynamic interaction between the leader and the followers.

Leadership is so powerful that it gives empowers them, when the workforce is empowered they feel significant and become part of a community. Work becomes exciting and people are filled rather than pushed towards a goal.

A successful leader must be able to think deeply, communicate and make things happen. A leader must have a clear sense of direction and must inspire others. He/she must be a team builder as well as a team leader.

Leadership is not the private presence of a few charismatic men and women, rather it is process used by enduring people to bring forth the best themselves and others.

5.2
RECOMMENDATIONS


On the basis of this research findings, the following recommendations are made:

Leadership appraisal should be the centre focus if the Hearald Newspaper to achieve administrative effectiveness and if it must meet the challenges of this modern world.

Also, the organization or preferably, the general manager of the corporation should set in motion, a machinery to facilitate the integration of subordinate employees in the decision making process, this will help the free flow of information between the leader and the led. This will help the organization a great deal. 

Furthermore, concrete policies like employee relations approach should be implemented for effective administration. Leader shall be sincere and transparent in managing the affairs of the corporation victimization and nepotism should be reduce to minimal level on that unnecessary propaganda does not set in, a leader should be at vanguard of the implementation of the organization goals and objectives. This of course assumes that the leader has completely internalized and identifies with corporation’s goals and objectives.

Among qualities expected of leaders are honesty, integrity, efficiency and effectiveness. Successful leaders should know who they are, what they belief in and why and where they want to go.

Good leader should be good communicators, creative thinkers who should be able to ask the right questions. They know what their values are and they live their values. Good leaders learn from their own experiences and especially from their mistakes which they should have no problem admitting.

5.3
CONCLUSION


The researcher has pointed out that effective leadership entails a recognition of the limitation of a single individual to understand and control what is happening in an organization employing more than 30 (Thirty) people.

The willingness to delegate power and responsibility to competent colleagues is one of the essential attribute of good leadership involving colleagues in major decision such as appointment policy making and other key issues naturally create a sense of belonging and increased commitment.

Finally, the leaders success in creating a sense of mission is in its power to motivate employees. People will be loyal and committed if they believe in what they are doing and trust the organization.
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