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ABSTRACTS

Themainobjectiveofthestudyistoexaminetheimpactofleadershipstyleonorganizational performance at GTB Bank Plc, Ilorin. The focus was on three major leadership styles Autocratic, Democratic and Laissez-faire leadership style. The research design was descriptive and explanatory; the research used both qualitative and quantitative approach. The sampling method was stratified and simple random sampling technique. A sample of three hundred ninety-two was selected out of the total population. Both primary and secondary sources have been conducted. The primary source has been done using the quantitative approach, with the help of survey instrument, based on a survey questionnaire. The secondary source has been done through there view of previously established literature for achieving the research objectives. The descry pt ti vest at is tics result shows that the practice of leadership style at the GTB Bank Plc, Ilorin is democratic leadership. The result of the regression analysis indicated that impact invoking of leadership style has a positive relationship with organizational performance that shows organizational performance is predicted and explained by the three type of leadership style. The researcher suggested that since the impact of leadership style has a significant impact on organizational performance, It is recommended that GTB Bank Plc, Ilorin management should provide various training programs to the leaders of GTB Bank Plc, Ilorin in order to create a higher level of organizational performance.





TABLE OF CONTENT
TITLE PAGES 								I
CERTIFICATION 								II
DEDICATION 								III
ACKNOWLEDGMENT 							IV
ABSTRACTS									V
TABLE OF CONTENTS 							VI-VII
CHAPTERONE	
INTRODUCTION								1
1.1	BACKGROUNDOFTHESTUDY					1-4
1.2	STATEMENTOFTHEPROBLEM					4-6
1.3	RESEARCHQUESTIONS						6
1.4	OBJECTIVES OF THE STUDY					6
1.5	RESEARCH \HYPOTHESIS						6
1.6	SIGNIFICANCE OF THE STUDY					7
1.7	SCOPE OF THE STUDY						7
1.8	DEFINITIONOFKEYTERMS					7
CHAPTERTWO				
LITERATURE REVIEW							8
2.0	INTRODUCTION							8
2.1	CONCEPTUALFRAMEWORK					8-9
2.1.1	TYPESOFLEADERSHIPSTYLES					9-10
2.1.2	IMPORTANCEOFLEADERSHIPSTYLES				10-11
2.1.3	FACTORSAFFECTINGSTYLESOFLEADERSHIP		11-12
2.1.4	CLASSIFICATIONOFLEADERSHIP				12-13
2.2	THEORETICAL FRAMEWORK					13-14
2.2.1	TRAITTHEORY							14-15
2.2.2	CONTINGENCY(SITUATIONAL)THEORIES			15
2.2.3	STYLEANDBEHAVIOURTHEORY				15-16
2.1.4	PROCESSLEADERSHIPTHEORY					16-17
2.3	EMPIRICALREVIEW						17-19
CHAPTERTHREE
METHODOLOGY
3.0	INTRODUCTION 							20
3.1	RESEARCHDESIGN							20
3.2	POPULATION OF THE STUDY					20
3.3	SOURCESOFDATA COLLECTION				20-21
3.4	SAMPLE SIZE AND SAMPLINGTECHNIQUE			21
3.5	METHOD OF DATACOLLECTION				21-22
3.6	METHODOF DATAANALYSIS					22
3.7	VALIDITYANDRELIABILITY					22
CHAPTERFOUR
DATA PRESENTATION AND ANALYSIS				
4.0	INTRODUCTION							23
4.1	DATAANALYSIS							23
4.2	PARTA.DEMOGRAPHICANALYSIS				23-26
PARTB: Research Objective one: Analysis of Leadership Style		26-31
4.3	TEST OF HYPOTHESIS 						31-36
4.4	DISCUSSION OF RESULT 						36

CHAPTER FIVE
SUMMARY CONCLUSION ANDRECOMMENDATION
5.1	INTRODUCTION							37
5.2	CONCLUSION							37-38
5.3	RECOMMENDATIONS						38-39
REFERENCES							40
APPENDIX								41-43
CHAPTERONE
INTRODUCTION
[bookmark: _bookmark1]1.1	BACKGROUNDOFTHESTUDY
Leadership is one of the very critical components for any organizational performance. Leadership is simply“ the art of influencing people so that they will strive willingly towards the achievement of goals” Igbaekemen, (2014). Leadership plays a crucial role in creating an enthusiastic atmosphere and culture in an organization Alghazo and Al Anazi, (2016). Hurduzue (2015) proclaimed that impact ti vely leadership style could promote excellence in the development of the members of the organization. According to Skoogh(2014), it is safe to say that leadership has played an important role since the dawn of his toryo fmankind. Lack of sustainable leadership style, especially when it is accompanied by non-merit based appointment of management, is probably the worst cases cenari of or any organization. When leadership is assigned based on non- merit based criteria, acceptance of the leadership put in to question, sound leadership will be at stake, employee participation will be hindered and as a result performance of the overall organization will be negatively affected Skoogh (2014).Such appointments with inappropriate leadership style widen the communication gap among top, middle and lower level management and other employees as a whole. In addition, it might lead some new initiatives to be neglected or mightbeab and one daltoge ther. Non-merit based leadership appointment and the absence of articulate leadership style have affected the performance of GTB Bank Plc, Ilorin. Some argue that the leader should not be expected to attain higher standards of excellence in an environment where there are no standards in the GTB place. However strong this argument might be, it is also an often observed fact that many are not meant to assume leadership positions and therefore should not be expected to produce any substantive, above- average results. In other words, not only is the lack of articulate leadership principles but also the very capacity of the individual managers assuming leadership positions that are often causing damage instead of contributing to the achievement of organizational objectives. How fit are our leaders to take up such responsibilities with huge ramifications? As Bakani pointed out, a leader‟s own actions should influence his/her followers‟ behavior and action. Bakani, (2016). Then it is hoped that the actions of the former will not have a negative impact on the latter, which could be to disengage followers and make them look for other opportunities. It may turn out to be a bit startling to ask a senior management member of an organization what his/her leadership style is only to find out that the answer is somewhat incoherent, or that the answer lies in bits and pieces of practices and habits or just vague generalizations. At worst, we might realize that the concept is not familiar to the person in the GTB place. One should not be surprised if a manager wonders whether leadership has any style to begin with. How seriously organizations consider their leadership style, what it should be built up on, its core principles, embodiments, the overall internalization practice and the day-to-day exercise of the values they pled ge to up hold largely seem to be vaguely understood, not clearly outlined or often feebly embraced, if at all, by members of the team. No doubt the subject assumes an amorphous form as it mingles with individual skills, training and attitudes which complicate any effort to generate uniform trait among team. Theorists define leadership as “a process of dealings between leaders and assistants where a leader tries to sway the behaviour of his or her subordinates to achieve company goals” Lo et al., (2010). As John W. Gardner explains in the introductory part of his book On Leadership, he warns that leadership is apiece of abigger challenge in the accomplishment of group purpose and that impact I ve leaders should have the qualities to enhance motivation and confidence. He further emphasizes that when these qualities are diminished, leaders will have a hard time leading Gardner, (1990). Am burgey (2005) argues that understanding of the association among job satisfaction, employee organizational commitment, organizational culture and leadership is import ant because it assists in creating an efficient and motivated workforce and allows for an organization to achieve better overall goals and objectives.The absence of any specific leadership style or a situation where individual leaders are at liberty to act as they think and feel right in dealing with people issues is an area whereby as and dissimilarity overshadow fairness and uniformity. According to Bakani, (2016) efforts by individual managers at making their personal impressions as leaders only create unintended affection or dislike to the person, and then to the organization. This in turn further creates ad is in te grated approach to leadership. In such an environment, we can imagine how communication and in fluencies sum eavariety  of forms, further creating not group cohesiveness but confusion. In all probability, lack of a fairly uniform approach to leadership can cause bias and unfairness or at least the impression that they exist; and this is where, among others, retention suffers from and, conversely, where turnover feeds on. In order for an organization to convincingly claim that its work climateis conducive enough for better organizational performance, it needs to have, among other things, a sound, consistent and established leadership style that governs the actions and behaviours of its leaders. Lo. A(2010)

[bookmark: _bookmark2]1.2	STATEMENTOFTHEPROBLEM

This  research impact of the organizational performance a used by the leadership style of the leaders in that specific work environment. The researcher also found out that no study carried out on the impact of leadership style on the organizational performance in the GTB Bank Plc, Ilorin. Since some of the main factors that affects organizational performance is the leadership styles of their leaders Seashor, (2009). The organizational culture, norms and success factors are largely defined, influenced and implemented by the leadership of the organization. The image of GTB Bank Plc, Ilorin by the residents of the city and beyond is very distorted and it should strive to improve its image. Building the image of the Commission requires maintaining sustainable leadership principles that stand the test of time and winning back the trust of the society and its organizational performance. The leadership of the Commission that was supposed to take the organization to greater heights of excellence of ten found itself working the reverse. According to the organization report and plan (2009), (2010) the obvious problems with in the GTB Bank Plc, Ilorin are that there is lack of clear leadership,  relationships between leaders and subordinate. In fact, it looks leaders are usually authoritarian in their leadership style. They dicta tethet one and have the administration of the organization centred on them. The need for subordinate and other staff members, as deemed appropriate, in decision making is very important for theperformanceoftheorganizationandforth entirestaff.Anotherproblemaffectingleadership style in Addis Ababa police is the competence of the leaders that are appointed at senior leadership positions. In most cases, their appointments lack merit and it is based on factors not related to competence. Therefore the organization ends up in having non competent leaders who lack the abilities or capacities to use the appropriate leadership style to lead the members to attain set goals or objectives. Unless the appointment of the leadership in GTB Bank Plc, Ilorin is evaluated against a set of leadership principles that it wants to pursue as an organization and encouraged and exercised to ensure that he/she is willing to cherish these values and uphold them during his/her tenure and ensure that these values are acculturated to believed by in the times ahead the organization will remain stagnant and incompetent to deal with the ever increasing complexity of crimes and malfunctions. Moreover, there should also be a mechanism and a genuine leadership commitment to demonstrate the desiredtra its in leaders‟ walk of life as leaders. They need to champion the principles unwaveringly so as to establish a strong organizational culture that does not wobble when the win dsgetstronger. Unless the Commission addresses the secriti callead ership challenges in a seasoned and credible manner, no doubt it would miss the opportunity to fix the problems in time and find itself in serious problems. Therefore the following basic research questions shallbe answered in the research.
[bookmark: _bookmark3]
1.3	RESEARCHQUESTIONS
1. To what extent did the type of leadership style practiced in GTB Bank Plc, Ilorin?
2. To What extent did level of organizational performance in GTB Bank Plc, Ilorin?
3. To What extent is the relationship between leadership style and organizational performance?
4. To what extent leadership styles influence organizational performance?

[bookmark: _bookmark4]1.4	OBJECTIVES OF THE STUDY
The main objective of the study is to investigate the impact of leadership style on organizational performance the case study of GTB Bank Plc, Ilorin.
1. To assess the type of leadership style practiced at the GTB Bank Plc, Ilorin.
2. To assess the levels of organizational performance at GTB Bank Plc, Ilorin.
3. To examine the relationship between leadership style and organizational performance.
4. To examine the impact of leadership styles on organizational performance.
[bookmark: _bookmark5]
1.5	RESEARCH \HYPOTHESIS
H0=ThereissignificantrelationshipbetweenAutocraticleadershipstyleandorganizationalperformance.
H1=ThereissignificantrelationshipbetweenDemocraticleadershipstyleandorganizationalperformance.
H2=ThereissignificantrelationshipbetweenLaissez-faireleadershipstyleandorganizationalperformance.
1.6	SIGNIFICANCE OF THE STUDY
The significance of this research work is that it would explore the impact of leadership on the performance of employees in organizations with special references to Nigeria context. This particular industry was chosen because of the rigor employees are made to go through in the industry in the course of meeting the targets of the management. This has affected the economic, social and private lives of the employees. It is intended to investigate whether employees’ performance is related to the leadership style adopted by the management. It is hoped that this study would contribute to the promotion of the existing frontier or boundary between human knowledge and strengthen the relationship between the management/employer and the employee in Nigeria banking industry.

1.7	SCOPE OF THE STUDY
This study will be limited to the influence of leadership and leadership style on the performance of employees in the banking industry in Nigeria. The research work will focus mainly on leader-follower relations and how it affects the performance of the organization. The study also aims at using GTB Bank Plc, Ilorin for the sampling of opinions
[bookmark: _bookmark6][bookmark: _bookmark8][bookmark: _bookmark9][bookmark: _bookmark10][bookmark: _bookmark11]
1.8	DEFINITIONOFKEYTERMS
Terms: Leadership, Leadership Styles, Organizational Performance
Leadership:- is a process of persuasion or example by which an individual (orleadership team) induces a group to pursue objectives held by the leader or shared by theleader and his or her followers Gardner,(1990).
LeadershipStyles:-Leadershipstyleisthemannerofprovidingdirection,implementing strategies and motivating individuals towards the attainment of the desiredobjectives(Khanand Nawaz, 2016).
OrganizationalPerformance:-Ananalysisofacompany’sperformanceascomparedto goals and objectives Business Dictionary,(2018).
Assumption:-Aggregationofemployeeperformanceisequivalenttoorganizationalperformance.


CHAPTERTWO
LITERATURE REVIEW
2.0	INTRODUCTION
	Thechapterdiscussestheproblemunderstudythroughtheoretical,empiricalandconceptual aspects. It highlights the concept of leadership, Types of leadership styles,impactofleadershipandrelationandinteractiontoOrganizationalperformance.Basedon theoretical and empirical literature review and with the help of the analysis of the datathe study compiles, it is the intention of this study to forward recommendations for GTB Bank Plc, Ilorin to consider.
[bookmark: _bookmark12]
2.1	CONCEPTUALFRAMEWORK
As discussed in the reviews, there is substantial empirical research that supports theargumentthatleadershipplaysacrucialroleininfluencingorganizationalperformance Xuand Wang, (2008). However, there does not seem to be a clear research-basedinsightintoasituationwhereleadershipstylesarenotproperlyoutlinedandimplemented or where there does not seem to be a coherent and specific leadership styletobeginwith;which couldmean exercising a variety of styles by differentleaders.Itmust be emphasized here that the GTB Bank Plc, Ilorin didn’t stated forleaders to exercise anyone of the styles as they find it fit is a critical aspect of theCommission that cries for attention. It is therefore logical to assume that all sorts ofleadershipstyleshavebeenpracticedwithoutany specificandcoherentstylebeingupheldandreferredto;withthepotentialriskofactuallyaffectingorganizationalperformance.Inotherwords, it is theassumptionofthisresearchthatthe GTB Bank Plc, Ilorinhasnotbeenpracticingon specific leadershipstyleinthepast,letaloneonethatisthemostpreferredincontemporarybusinessclimate. Theresearchgaptherefore is the absence of any prior study where leaders in the Commission are left torandonly exercise anyone of the leadership styles without sticking to one specific style as a matter of leadership philosophy and the focus of this research would be to see the impactsuchan environment would haveon organizational performance.The research would try to explore the types of styles that used to be practiced and howperformancewasaffectedbythembytakingupthemaintraitseachstyleassumesand measuringthemagainstorganizationalperformance.Theconceptualframeworkforthestudyis presented below:
Figure 2.1:Conceptual FrameworkfortheStudy

 (
H1
H2
)IndependentVariable	DependantVariable

 (
Autocratic Leadership Style
)
 (
Democratic LeadershipStyle
Organizational
Performance
)




 (
Laissez-faire Leadership Style
) (
H3
)Sources:LiteratureReview

[bookmark: _bookmark14]Al-Malki andJuan (2018).
[bookmark: _bookmark15]2.1.1	TYPESOFLEADERSHIPSTYLES
Research has identified a variety of leadership styles based on the number of followers.The most appropriate leadership style depends on the function of the leader, the followersandthesituation.Someleaderscannotwork comfortably withahighdegreeoffollowers‟participation in decision making. Some employers lack the ability or the desire to assumerspossibility. Furthermore, the specific situation helps determine the most impact I ve styleofinteractions.Sometimesleadersmusthandleproblemsthatrequire immediate solutions without consulting followers. By reviewing different literature the researcheridentifiedthree types of leadership styles.
AutocraticLeadershipStyle

Autocratic leadership style is centered on the boss. In this leadership the leader holds allauthority and responsibility.In this leadership, leaders make decisions on their ownwithoutconsultingsubordinates.Theyreachdecisions,communicatethemtosubordinatesandexpectpromptimplementation.Autocraticworkenvironmentdoesnormallyhavelittleornoflexibility.Inthiskindofleadership,guidelines,proceduresand policies are all natural additions of an autocratic leader. 
DemocraticLeadershipStyle
In this leadership style, subordinates are involved in making decisions. Unlike autocratic,this headship is centered on subordinates‟ contributions. The democratic leader holds finalresponsibility,butheorsheisknowntodelegateauthoritytootherpeople,whodetermineworkprojects.Themostuniquefeatureofthisleadershipisthatcommunication is active upward and downward. With respect to statistics, democraticleadership is one of the most preferred leadership, and it entails the following: fairness,competence,creativity,courage,intelligenceandhonestyIgbaekemenandOdivwri,(2015).
Laissez-faireLeadershipStyle
Laissez-faire leadership gives authority to employees. Departments or subordinates areallowedtoworkastheychoosewithminimalornointerferenceIgbaekemenandOdivwri,(2015).
[bookmark: _TOC_250033]Laissez-faireleadersarecharacterizedasuninvolvedwiththeirfollowersandmembers;in fact, laissez-faire leadership is an absence of leadership style. Leaders of this stylemake no policies or group-related decisions. Instead, group members are responsible forall goals, decisions, and problem solving. Laissez-faire leaders have very little to noauthoritywithin theirgroup organization.

2.1.2	IMPORTANCEOFLEADERSHIPSTYLES
Few leaders understand the full significance of how influential their leadershipstyleis on theperformanceand satisfaction oftheir employees.Leaders control both interpersonal and material rewards and punishments thatoften shapeemployee behavior andinfluence anemployee’sperformance,motivation, and attitude. They can affect an employee’s self-image and resulting potential lineitherapositiveor negativewaybybeingsupportive,fair,andencouraging, or unsupportive, inconsistent, and critical. In addition, they can evenaffectanemployee’shealthandenergylevelbycreatingastimulatingworkclimateor one filled with tension and fear. The influence of a leader’s style reaches greaterproportions as the effects on individuals begin to have a cumulative effect on groupperformance.There are no doubt variables other than a leader’s style that affect employeeperformance and satisfaction. Certainly, job challenge and interest, organizationalworking conditions and work climate, opportunities for growth and advancement, andpeerrelationsamongotherfactorsshouldbeconsidered.However,thepotentialconsequencesofaleader’sstyle shouldbeunderstoodandnot beunderestimated.
[bookmark: _TOC_250032]2.1.3	FACTORSAFFECTINGSTYLESOFLEADERSHIP
Tannenbaum and Schmidt (1973) and Mullins (2007), argued that attention tothemanager’sstyleofleadershiphascomeaboutbecauseofagreaterunderstanding oftheneedsandexpectationsofpeopleatwork.Ithasalsobeeninfluencedbysuchfactorsas:
1. increasingbusinesscompetitivenessandrecognitionofefficientuseofhumanresources;
2. changesinthevaluesystemofsociety;
3. broadestandardsofeducationandtraining;
4. advancesinscientificandtechnicalknowledge;
5. changesinthenatureof workorganization;
6. pressureforagreatersocialresponsibilitytowardsemployees,forexamplethroughschemesofparticipationindecision-makingandwork/lifebalance;
7. Governmentlegislation.
Mullins(2007:372)suggestedthatallofthesefactorshavecombinedtocreateresistanceagainstpurelyautocraticstyles ofleadership.
[bookmark: _TOC_250031]2.1.4	CLASSIFICATIONOFLEADERSHIP
Thedifferencebetweentransformationalandtransactionalleadershipliesinthe way of motivating others. A transformational leader’s behaviour originates in thepersonal values and beliefs of the leader and motivates subordinates to do more thanexpect (Bass, 1985). Burns, (1978) identified transformational leadership as a processwhere, “one or more persons engage with others in such a way that leaders andfollowers raiseoneanother to higherlevels of motivationand morality”.Fortran’sformationalleadershipstyle,thefollowerfeelstrust,admiration,loyalty and respect towards the leader, and is motivated to do more than what wasoriginally expected to do (Bass, 1985; Katz & Kahn, 1978). The transformationalleader motivates by making follower more aware of the importance of task outcomes,inducing them to transcend their own self-interest for the sake of the organization orteamandactivatingtheirhigher-orderneeds.Heencouragesfollowerstothinkcriticallyandseeknewwaystoapproachtheirjobs,resultinginintellectualstimulation (Bass et al., 1994). As a result, there is an increase in their level ofperformance,satisfaction,andcommitmenttothegoalsoftheirorganization(Podsakoffet al, 1996).The functions of laissez-faire leadership include trusting their members or followers tomake appropriate decisions and bringing in highly trained and reliable members into thegroupororganization.Therolesoflaissez-fairefollowersincludeself-monitoring,problem solving, and producing successful end products. Laissez-faire leaders are mostsuccessfulin environments withhighlytrained andself-directedfollowers.Laissez-faireleadershipis appropriate einparticularsettingssuchassciencelaboratoriesor established companies with long-term employees. Laissez-faire leadership is not suitedto environments in which the members require feedback, direction, oversight, flexibility,orpraise Gastil,(1994).A leadership style depends on the situation of the company like nature of the task, theculture, objectives, availability of recourses and also the general environment. Differentcombinations of leadership styles are appropriate depending on factors such as skill andexperience,locusof control, taskstructureandteam dynamicsMcShane and etal(2009).Now on Autocratic, Democratic andLaissez-faire leadership styles are taken for thisstudy and an effort will be made to see if one particular style is being practiced in GTB Bank Plc, Ilorin.

[bookmark: _bookmark16]2.2	THEORETICAL FRAMEWORK
Organizational theories are often prescriptive by nature and they are often developed andused to solve actual problems. The following section highlights excerpts from Journal ofResourcesDevelopmentandManagement wherehedescribesthevariousleadershiptheories with corresponding features so that the leadership styles to be explored in thestudyshall be reviewedwith a relative clarity:The effort ttowardexplorationsforcommontraitsofleadershipisprotractedovercenturiesasmostculturesneedheroestodefine their successesandtojustify theirfailures. In 1847, Thomas Carlyle stated in the best interests of the heroes that “universalhistory, the history of what man has accomplished in this world, is at the bottom of thehistory of the great men who have worked here”. Carlyle claimed in his “great mantheory” that leaders are born and that only those men who are endowed with heroic potentials could ever become the leaders. He opined that great men were born, not made.AnAmericaphilosopher,SidneyHook,furtherexpandedCarlyleperspectivehighlighting the impact which could be made by the eventful man vs. the event-makingmanDobbins and Platz, (1986).He proposed that the eventful man remained complex in a historic situation, but did notreally determine its course. On the other hand, he maintained that the actions of theevent-makingmaninfluencedthecourseofevents,whichcouldhavebeenmuchdifferent, had he not been involved in the process. The event making man’s role based on“the consequences of outstanding capacities of intelligence, will and character rather thanthe actions of distinction”. However, subsequent events unfolded that this concept ofleadership was morally flawed, as was the case with Hitler, Napoleon, and the like,therebychallengingthecredibilityof theGreat Man theory.These great men became irrelevant and consequently growth of the organizations, stifledMacGregor, (2003).“The passing years have given the coup de grace to another force thegreat man who with brilliance and farsightedness could preside with dictatorial powers astheheadofagrowingorganizationbutintheprocessretardeddemocratization”.
Leadership theory then progressed from dogma that leaders are born or are destined bynature to be in their role at a particular time to a reflection of certain traits that envisage apotentialforleadership.

2.2.1	TRAITTHEORY
The early theorists opined that born leaders were endowed with certain physical traits andpersonalitycharacteristicswhichdistinguishedthemfromnon-leaders.Traittheoriesignored the assumptions about whether leadership traits were genetic or acquired. Jenkins identified two traits; emergent traits (those which are heavily dependent upon heredity) as height, intelligence, attractiveness, and self-confidence and impassiveness traits (based on experience or learning), including charisma, as fundamental component of leadershipEkvallandArvonen(1991).Max Weber termed charisma as “the greatest revolutionary force, capable of producing acompletely new orientation through followers and complete personal devotion to leaders they perceived as endowed with almost magical supernatural, superhuman qualities andpowers”.Thisinitialfocusonintellectual,physicalandpersonalitytraitsthatdistinguished non-leaders from leaders portended a research that maintained that onlyminorvariancesexistbetweenfollowersandleadersBurns,(2003).Thefailureindetectingthetraitswhicheverysingleimpassiveleaderhadincommon,resultedindevelopment of trait theory,as an inaccessible component, falling into disfavor. In thelate1940s,scholarsstudiedthetraitsofmilitaryandnon-militaryleadersrespectivelyandexposedthe significanceofcertain traits developingatcertain times.
2.2.2	CONTINGENCY(SITUATIONAL)THEORIES
The theories of contingency recommends that no leadership style is precise as a stand-aloneastheleadershipstyleusedisreliantuponthefactorssuchasthequality,situation of the followers or a number of other variables. “According to this theory, there is nosingle right way to lead because the internal and external dimensions of the environmentrequirethe leader to adaptto that particular situation”.In most cases, leaders do not change only the dynamics and environment, employeeswithin the organization change. In a common sense, the theories of contingency are categoryof behavior altheorythatchallengesthatthereisnoonefinestwayof leading/organizingandthatthestyleofleadershipthatisoperativeinsomecircumstances maynot be impassivein othersGreenleaf,(1977).Contingencytheoristsassumedthattheleaderwasthefocusofleader-subordinaterelationship; situational theorists opined that the subordinates played a pivotal role indefining the relationship. Though, the situational leadership stays to emphasis mostlyuponthe leader, it creates the signify canceof thefocus into group dynamic.The theory of situational leadership proposes that style of leadership should be accordedwith the maturity of the subordinates Bass, (1997)“The situational leadership model, GTBintroducedin1969,theorizedthatthere wasnounsurpassed way toleadandthoseleaders,tobeimpassive,mustbeabletoadapttothesituationandtransformtheirleadershipstylebetweentask-oriented andrelationship oriented”.
2.2.3	STYLEANDBEHAVIOURTHEORY
The style theory acknowledges the significance of certain necessary leadership skills thatserve as enabler for a leader who performs an act while drawing its parallel with previouscapacity of the leader, prior to that particular actwhile suggesting thateach individablehas a distinct style of leadership with which he/she feels most contented. Like one thatdoes not fit all heads, similarly one style cannot be impassive in all situations. Yukl(1989)introducedthreedifferent leadership styles.The employees serving with democratic leaders displayed high degree of satisfaction,creativity, and motivation; working with great enthusiasm and energy irrespective of thepresence orabsence ofthe leader; maintainingbetter connectionswiththe leader, interms of productivity whereas, autocratic leaders mainly focused on greater quantity ofoutput. Laissez faire leadership was only considered relevant while leading a team ofhighlyskilled and motivated people who excellenttrack-record, inthe past.FeidlerandHouse(1994) identifiedtwoadditionalleadershipstylesfocusingimpassiveness of the leadership. These researchers opined that consideration (concern forpeopleandrelationshipbehaviors)andcommencingstructure(concernforproductionand task behaviors) were very vital variables. The consideration is referred to the amountof confidence and rapport, a leader engenders in his subordinates. Whereas, initiating structure, on the other hand, reflects the extent, to which the leader structures, directs anddefines his/her own and the subordinates‟ roles as they have the participatory role towardorganizationalperformance, profit andaccomplishment of themission.Differentresearchersproposedthatthreetypesofleaders,theywere;autocratic,democratic and laissez-faire. Without involving subordinates, the autocratic leader makesdecisions, laissez-faire leader lets subordinates make the decision and hence takes no real leadership role other than assuming the position and the democratic leader accesses his subordinates then takes his decision. “He further assumed that all leaders could fit in tone of thesethreecategories”.
2.1.4	PROCESSLEADERSHIPTHEORY
Additional leadership theories with a process focus include servant leadership, leamingorganizations,principalcenteredleadershipandcharismaticleadership,withothersemergingeveryyear.Greenleafintroducedservantleadershipintheearly1970s.A resurgence of the discussion of servant leadership was noted in the early 1990s.Servantleaders were encouraged to be focused to the anxieties of the followers and the leadershould sympathize with them take-care of and nurture them. The leadership was imparted on a person who was by nature a servant. “The servant leader focuses on the needs of thefollower and helps them to become more autonomous freer and knowledgeable”. Theservant leader is also more concerned with the “have-nots” and recognizes them as equal Greenleaf,(1996).The leaders in leading organizations are to be the steward (servant) of the vision of theorganization and not a servant of the people within the organization. Leaders in learningorganizationsclarify andnurture the vision and consider ittobe greater than one-self.The leader aligns themselves or their vision with others in the organization or communityat large.These process leadership theories and others that have emerged often suggestthat the work of leaders is to contribute to the well-being of others with a focus on someformofsocial responsibility.Thereappearstobeaclearevolutioninthestudy ofleadership.Leadership theory has moved from birth traits and rights, to acquired traits and styles, tosituational and relationship types of leadership, to the function of groups and group processes and, currently, to the interaction of the group members with an emphasis onpersonal and organizational function of groups and group processes and, currently, to the interaction of the group members with an emphasis on personal and organizational moralimprovementsYammarino,(1999).
[bookmark: _bookmark18]
2.3	EMPIRICALREVIEW
Before we turn to an overview of the empirical evidence for the link between leadershipand performance, we GTB address the fundamental conceptual debate whether or notleadership potentially can havea significant impact on performance.Inthe literaturethere are two schools of thought: the „constraints school‟ and the „leadership school‟Pettigrew, (2013). Wasserman et al, (2001) On the one hand, there are scholars whoadvocate that leaders can only have a very limited impact on performance as a result ofcontextualconstraints,eitherinternalorexternaltotheorganizationKnies,Eetal,(2016).
 An article by Al MalkiandJuan(2018)citedRichardHackmanwhostudiedthebehaviour of teams for more than 40 years and he is considered as pioneer in the study ofteam imp activeness. The outcomes of his research reveal some significant insights whichcan be of valuable importance for leaders pursuing team/organizational performance: he discovered that success of the team and its imp activeness is not only dependent on thepersonality of team members. Instead, “enabling conditions” is found to be of criticalimportancefortheimpactivenessofteams.TheseconditionsthatwereidentifiedbyHackmanrepresentcompellingdirection,strongstructure,andsupportivecontext.Leaders provide compelling directions to subordinates. That is to say; leaders should beabletoenergize,motivateanddirecttowardsthewaythatresemblesthesuccessofthe organization. The main idea behind the second condition, strong structure, is to prevent distractive behaviour. It is critical for the leader to establish set of norms that prevent distractive dynamicswithinthe team.The nature ofsupportivecontestrangesfrom providing reward systemfor team members, providing up to date information systemsthat allow them to obtain relevant data necessary for the accomplishment of the dailytasks. These are critical roles of a leader to bring team or organizational performance andthelikelihood of havingtheenablers highlydependent on leadership styles.If the role of leaders is to form an environment that will create favorable condition toemployees to perform better and influence their decision to remain committed with theorganization even in the face of alluring opportunities elsewhere, the leadership style no doubt plays a vital role. Leadership is a factor that binds a group together in their quest toachieveacommongoal.Bass et al (2003) as cited by Khan and Nawaz (2016) explained that to enhance theperformance of an employee, his/her dependence upon the leadership, which is operative,has a definite status. In the same phenomenon, the central role of the leadership alongwithhis credibilitybecomes mostprominent Khan and Nawaz, (2016).
Rohitandet al (1996) extensively documented that, due to factors such as national andorganizationalcultures,strategic orientations,andmanagementstyles,therearesignificant differences between organizations operating in different countries. Less clear,however, is whether there are significant differences in the factors that drive performanceinthemost successful firms, regardless ofcountry.The conclusion by the researcher stated in unambiguous terms that leadership stylesclearly influence organizational performance and that there is a diametric relationshipamongst leadership styles and the organizationalperformance in that when the style isfelt to be unfavorable by the workforce decreases motivation and as a result overallorganizational performance. A research made by Igbaekemen and Odivwri from NigeriaPoliceAcademyonImpactofLeadershipStyleonOrganizational Performance concluded that democratic or participative leadership is the best of all leadership stylesbecause of the benefits that will be derived from it by the employees amid the overallresulttotheorganizationasawhole.Furthemorewhenthereisgoodleadershiptherewill be corporate behaviour by the employee, targets will be met and ultimately there willbe satisfaction on the part of the employee and employers Igbaekemen and Odivwri,(2015).
[bookmark: _bookmark19]
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CHAPTERTHREE
METHODOLOGY
3.0	INTRODUCTION 
This chapter outlines the overall methodology that was used in the study. It begins bydescribing areaoftheOrganization;followedby theresearchdesign,theresearchapproach, target population and techniques of sample size determination, type and sourcesof data, data collection procedures, the research methods and ways of data analysis andpresentationthat wasadopted in thecourseof theresearch.
[bookmark: _bookmark21][bookmark: _bookmark23]3.1	RESEARCHDESIGN
The study applied descriptive and explanatory research designs. According to Cresswell(2003) descriptive study design allows a researcher to gather information, summarize,present data and interpret it for the purpose of clarification. In descriptive research, theessential focus is to describe specific views or opinions and to examine the relationshipsand variations in the relevant variables by studying a large sample of the population LeeandLing,(2008).
[bookmark: _bookmark24][bookmark: _bookmark25]3.2	POPULATION OF THE STUDY
[bookmark: _bookmark26]Population collective term used to describe the total quantity of cases of the typewhich are the subject of the study. It can consist of objects, people and even eventsWalliman,(2011).Since populationconstitutesthetotality ofunitsaboutwhichtheresearch intends to study, the population for the study comprises all the 19,491 militaryLeaders and staffs of GTB Bank Plc, Ilorin working in the Head Quarter andinits ten sub cities PoliceDepartment ofAddis Ababa.
[bookmark: _TOC_250015]3.3	SOURCESOFDATA COLLECTION
In the process of generating information that was used in this researchactivity, two sources of information were applied that is primary and secondarysources of data. The primary sources of data entail the use of questionnaire to be administered to the respondents. It comprises of workers (subordinates) of the GTB Bank Plc, IlorinBranch.Thisisinordertohavegenuineinformationaboutthe impactof leadershipstylesonorganizationalperformance in GTB Bank Plc, Ilorin branch. The secondary data are information that was gathered by other researchersand recorded in books, articles, and other publications. Therefore, the secondaryinformationcomesfromtextbooks,newspapers,magazines,journals,etcconcerning the research topic. This is aimed at enabling the researcher to make adefinitedecisionabouttheresearchtopici.e.impactofleadershipstylesonorganizationalperformancein GTB Bank Plc, Ilorinbranch.
[bookmark: _bookmark27]3.4	SAMPLE SIZE AND SAMPLINGTECHNIQUE
A stratified random sampling technique was used in order to obtain representatives fromeach group. Accordingly, the population was stratified by sub groups. Participants fromeach stratum were then selected randomly. A stratified random sample ensures that allparts of the population are represented in the sample in order to increase the efficiency ofthe study. Besides, it is helpful for administrative convenience and may produce gain inprecisionofestimatesof the characteristicsof the wholepopulation(Kothari, 2004).
[bookmark: _bookmark28][bookmark: _bookmark30][bookmark: _bookmark31]3.5	METHOD OF DATACOLLECTION
On data collection methods were standard questionnaires was prepared in English, andtranslatedto Amharic for simple to understandingofthe respondents.
[bookmark: _bookmark32]The data collection method used in this research wasstructuredandwell organized questionnaire. The research instrument that was used to collect primary data was a five-pointlikertScalequestionnairewhichaimedtocollecttheessentialdatafromrespondents.
The questionnaireconsistsof likerescale andclose-endedQuestion. Thequestionnairewas divided into four parts Part-1 of the questionnaire consists of demographic profile ofthe respondents, part-2 of the questionnaire consists of measurements leadership style,part-3 of the questionnaire consists of measurements of organizational performance andpart-4 of the questionnaire consists of improvement of leader. On literature review, boththeoretical and empirical, publications by the GTB Bank Plc, Ilorinwerecollected.

3.6	METHODOF DATAANALYSIS
Thedatacollectedwasanalyzedthroughquantitativetypeofexplainatoryanalysismethod. Both descriptive and inferential statistics were applied in the study. Descriptivestatisticshelpedtheresearchertosummarizeandpresentthedatainstatisticalarrangement. In view of that, statistical techniques such as mean, frequency and stand anddeviation were used to analyze and describe the data, and also to interpret the resultsaccordingly.In addition, inferential statistics has been also used in order to allow the researcher tofacilitate the identification of important patterns, to identify the possible associationsamong variables, to evaluate the extent of the impact of leadership style on organizationalperformance and also to make the data analysis more meaningful and utilized SPSSVersion20 shall beusedto encodeandanalyzethedata
[bookmark: _bookmark33]3.7	VALIDITYANDRELIABILITY
[bookmark: _bookmark34]Validity is the extent, to which data accurately reflects what they are meant to reflect, i.e.,the instrument measures what is supposed to measure. Accordingly, the questionnaire hasbeen developed on the basis of previous studies and review of related literatures andstandard questions in order to increase its validity. Besides, the researcher discussed withthe advisor about the questionnaires before itwas distributedin order to assure thevalidityof thestudy.
[bookmark: _bookmark35]Table3.2MeasurementofreliabilityAnalysis
	Variable
	No.ofItemin the scale
	Cronbach’s Alpha Result

	AutocraticLeadershipStyle
	6
	0.84

	Democratic LeadershipStyle
	6
	0.78

	Laissez-faireLeadershipStyle
	6
	0.81

	OrganizationalPerformance
	10
	0.90


Source: field survey (2024) 




CHAPTERFOUR
[bookmark: _bookmark40]DATA PRESENTATION AND ANALYSIS
4.0	INTRODUCTION
This research aims to study the impact of leadership style on employee’ performance inGuarantee Trust Bank plc, Abuja. One hundred questionnaires were distributed to the bankemployees. However, the target respondents were 50 employees; 20 questionnaires weredistributedtothebankmanagers.However,tenrespondentswerethetarget.Inthischapter,thepresentation and analysis of collected data in the course of this study and regression analysiswillberuntotestthe studyhypothesisusingpercentagesandSPSS.
[bookmark: _bookmark41]4.1	DATAANALYSIS
After the data coding, Statistical Package for the Social Science (SPSS) was used to processthepreliminaryresponsedistributionsforeachMLQ360questionnaires.Avaluewasselectedas an identifier of the SPSS program outcome. Independent variables were identified usingRater form multifactor leadership questionnaire (MLQ 360) as revised by Bass and Avolio(1995).Thecorrelationanalyst iswasusedtoanalyzethecorrelationcoefficienttoestablishtherelationshipbetweenleadershipstyle andemployee performance inGTBAbuja.Regression analysis was used to determine the effect of leadership style adopted by a bankmanageronemployeeperformance.
[bookmark: _bookmark42]4.2	PARTA.DEMOGRAPHICANALYSIS
[bookmark: _bookmark43]Table4.2.1:Agedistribution oftherespondents
	Age
	Frequency
	Percentage

	20-29
	19
	31.67%

	30-39
	21
	35%

	40-49
	14
	23.33%

	50-59
	6
	10%

	Total
	60
	100%


Source: field survey(2024)

From the above table, it can be seen that out of the 60 respondents, about 31.67% of therespondents are between 20-29 years, respondents between 30-39 of age made up for about35% of the respondents, 23.33% of the respondents are between the age of 40-49, 10% of therespondents are between the age of 50-59. Table 4.2.1 shows that majority of the respondentsare relativelyyoungadults.
[bookmark: _bookmark44]Table4.2.2:Distributionofeducationalqualificationsofrespondents
	Educational qualification
	Frequency
	Percentage

	Diploma
	0
	0

	University
	38
	63%

	Masters
	22
	37%

	Total
	60
	100%


Source: field survey(2024)
Table4.2.2showsthatabout38oftherespondentsallholdauniversitydegreewhichrepresents63% of the total respondents and about 37% of the respondents have a master’s degree. Therewas no diploma degree holder among the respondents. This demonstrates that the respondentswere of high educated class, this also supports some reviewed literatures that posits that thehigher the educational qualification the better the performance and leadership most especiallyfor managers, their intellectual ability plays a vital role in their leadership ability according tostudiesfrom().
[bookmark: _bookmark45]Table4.2.3: Distributionofhowlongrespondentshavebeenworking at GTB BANK ILORIN PLC?
	Numberofyears
	Frequency
	Percentage

	Under2years
	10
	17%

	3-5years
	24
	40%

	5-10years
	10
	17%

	10-above
	16
	27%

	Total
	60
	100%


Source: field survey(2024)
From table 4.2.3, it can be seen that 10 respondents have been working at GTB under 2yearswhich represents 17% of the total respondents, 40% of the respondents have been working atGTB for3-5 years, about 17% of the respondents have been with GTB for about 5-10 years,27%oftherespondentshavebeenwithGTBfor10yearsandabove.ThissomewhatdemonstratesthattherespondentsarewellawareabouttheoveralloperationsofGTBmanagementaffairs.
[bookmark: _bookmark46]4.2.4:Distribution of howrespondentsareemployedatthebank?
	Method ofemployment
	Frequency
	Percentage

	Full-time
	58
	98%

	Part-time
	0
	0%

	Casual
	1
	2%

	Total
	
	100%


Source: field survey(2024)
Table4.2.4showsthatmajorityoftherespondentsarefullyemployedstaffofGTBabout98%of the respondents are fully employed, only about 2% of the respondents work with GTB ascasual employees.The above table demonstrates that majority of the respondents are activelyemployeeswho workeverydayandare abletowitness daytodayaffairsofthebank.
[bookmark: _bookmark47]Table 4.2.5: Distribution of how long respondents have been working under directsupervisor
	Durationundersupervision
	Frequency
	Percentage

	Under2years
	11
	18%

	2-4years
	17
	28%

	4-6years
	10
	17%

	6years-above
	22
	37%

	Total
	60
	100%


Source: field survey(2024)
Table4.2.5helpstoshowhowlongtherespondentshavebeenworkingunderdirectsupervision in their different post at GTB, 18% of the respondents have been working underdirect supervision for about 2years now, 28% of the respondents said to have been under theirdirectsupervisor forabout 2-4years whereas 17%of the respondentshavebeenundersupervision for 4-6 years and about 37% of the respondents have been under their directsupervisionforabout6yearsandabovenow.Thisshowsthatmajorityoftherespondentshavespent many years with their supervisors and are able to tell how their leadership affects theirdailyperformance.
[bookmark: _bookmark48]Table 4.2.6: Distribution of how many employees are there in respondents branchlocationintotal?
	Numberofemployeesatthebranchlocation
	Frequency
	Percentage

	Under20
	24
	40%

	21-40
	36
	60%

	41-above
	0
	0%

	Total
	60
	100%


Source: field survey(2024)
[bookmark: _bookmark49]In table 4.2.6 shows how many employees are in respondents GTB Bank Ilorin Plc branches. 40% of therespondentssaidtohaveunder20employeesattheirbranchandabout60%oftherespondentssaidtohavebetween21to40employeesattheirbranch.Norespondentindicatedtohaveabove40 employees at their branches. This shows that the branches are not over populated so it willbe easier for the managers to oversee the affairs of the banks and the performance of theemployees, this goes to support management theory that posits that the lesser the number ofemployeesunderamanagerthemorecompetentand efficientthe manager andirect them.
4.3	PARTB:ResearchObjectiveone:AnalysisofLeadershipStyle
[bookmark: _bookmark50]Table 4.2.7: Employees need to be supervised closely or they are not likely to do theirwork
	Respondents
	Frequency
	Percentage

	Stronglyagree
	1
	2%

	Agree
	1
	2%

	Neitheragreenor disagree
	0
	0%

	Disagree
	5
	10%

	Stronglydisagree
	41
	85%

	Total
	48
	100%


Source: field survey (2024)
Table 4.2.7 illustrates that 2% of the respondents strongly agree with the above notion thatemployees need to be closely supervised or they are not likely to do their work, 2% of therespondentsagreewhile10%oftherespondentsdisagreeand85%oftherespondentsstronglydisagree. This shows that employees do not necessarily require their managers directives orsupervision to perform their work effectively as posited by the majority of the respondents.Only an authoritarian manager believes that employees need close marking to perform theirduties effectively, other forms of leadership style especially transformational leadership trustinthe employee’sabilitytoworkontheirown andstillbe abletoperformexceedingly.
[bookmark: _bookmark51]Table4.2.8: Keepingallauthoritytohimself
	Respondents
	Frequency
	Percentage

	Stronglyagree
	1
	2%

	Agree
	1
	2%

	Neitheragreenordisagree
	0
	0%

	Disagree
	5
	10%

	Stronglydisagree
	41
	85%

	Total
	48
	100%


Source: field survey (2024)
Table 4.2.8 shows that the notion that bank manager keeps all authority to himself was notsupportedbymajorityoftherespondents,about85%oftherespondentsstronglydisagree,10%disagree whereas only about 2% strongly agree and 2% agree. From the studied literatures, itshows that authoritarian leaders mostly keep all the authority to themselves, other forms ofleadership style delegates sometimes to their subordinates, mostly transformational leaderswhich most vital attributes is their integrating and engaging subordinates in some decisionmakings.
[bookmark: _bookmark52]Table4.2.9:Makingsurprisingcheckstohisemployees.
	Respondents
	Frequency
	Percentage

	Stronglyagree
	1
	2%

	Agree
	1
	2%

	Neitheragreenordisagree
	2
	4%

	Disagree
	13
	27%

	Stronglydisagree
	31
	65%

	Total
	48
	100%


Source: field survey (2024)
Table 4.2.9 shows that the notion that bank managers make surprising check on its employeesare not strongly supported by the respondents as 65% of the respondents strongly disagreewhile 27% of the respondents disagree, 2% strongly agree and only 2% of the respondentsagree.
[bookmark: _bookmark53]Table4.2.10:Heisalwaysthedecisionmaker
	Respondents
	Frequency
	Percentage

	Stronglyagree
	1
	2%

	Agree
	2
	4%

	Neitheragreenordisagree
	0
	0%

	Disagree
	14
	29%

	Stronglydisagree
	31
	65%

	Total
	48
	100%


Source: field survey (2024)
From table 4.2.10, the respondent’s response demonstrated that their bank managers are notalwaysthedecisionmaker,onlyabout2%and4%oftherespondentsstronglyagreeandagreerespectively whereas about 29% of the respondents disagree while 65% of the respondentsstrongly disagree with the assumption. In most leadership style studied for this research, mostleadersconsulttheirsubordinatesinmostdecision-makingprocessespeciallytransformationalleadersandtransactionalleaders.
[bookmark: _bookmark54]Table4.2.11:Actasa leaderindiscussion.
	Respondents
	Frequency
	Percentage

	Stronglyagree
	1
	2%

	Agree
	2
	4%

	Neitheragreenordisagree
	1
	2%

	Disagree
	11
	23%

	Stronglydisagree
	33
	69%

	Total
	48
	100%


Source: field survey (2024)
Table 4.2.11 shows that majority of therespondent’s managers do not act as leaders indiscussions,theygiveroomforotherstochipintheirsuggestionsaswell,69%ofrespondentsstronglydisagreethattheirmanagersactsasleadersindiscussionwhile23%disagreewiththenotion, only about 4% agree and 2% strongly agree. This table demonstrates that managers ofrespondentsincorporatethemindiscussionsandlistentotheiropinionsduringdiscussions;thisisastrong attributeofatransformationalleadershipstyle.
[bookmark: _bookmark55]Table4.2.12:Hehasnostrong relationshipwithhissubordinates
	Respondents
	Frequency
	Percentage

	Stronglyagree
	1
	2%

	Agree 
	0
	0%

	Neither agree nor disagree 
	0
	0%

	Disagree 
	15
	31%

	Strongly disagree  
	32
	67%

	Total 
	48
	100%


Source: field survey (2024)
Table 4.2.12 shows that 67% of the respondents strongly disagree that their manager has nostrong relationship with their subordinates, 31% of the respondents disagree with this notionas well while only 2% of the respondents strongly agree with this notion. One of the featuresof a good leader is how they relate with their subordinates. The reviewed literatures were ableto demonstrate how different leaders display their leadership styles, the notion above is afeature of an autocratic leader and from the table, one can deduce that the managers of therespondentsarenotautocraticmanagers.
[bookmark: _bookmark56]Table4.2.13:Dealingwithhissubordinateslikeheisgiving orders.
	Respondent
	Frequency
	Percentage

	Stronglyagree
	2
	4.16%

	Agree
	0
	0%

	Neitheragreenordisagree
	1
	2%

	Disagree
	13
	37%

	Stronglydisagree
	32
	66.66%

	Total 
	48
	100%


Source: field survey (2024)
[bookmark: _bookmark57]Table 4.2.13 shows that majority of managers in the respondent’s bank do not deal with themlike they are giving orders, 66.66% of the respondents strongly disagree with this notion, 37%disagree.Only4.16%agreeand 2% neitheragreenordisagree. As themajorityof therespondents disagree that their managers do not give orders, one can then assume that the manager deals with them in a respectfulmanner, which is a feature of transformationalleadershipstyleandsometimesfeaturestransformational,laissez-Faireleadershipstyleaswell.
Table 4.2.14:Heis committedtodeadlines
 (
Respondent
Frequency
Percentage
Strongly agree
2
4.25%
Agree
20
42.44%
Neither agreen or disagree
13
27.65%
Disagree
6
12.76%
Strongly disagree
6
12.76%
Total
47
100%
)





Source: field survey (2024)
[bookmark: _bookmark58]Table4.2.14showsthat42.44%oftherespondentsagreethattheirmanagersarecommittedtodeadlineswhile27.65%oftherespondentsneitheragreenordisagree,12.76%oftherespondents disagree and 12.76% of the respondents strongly disagree. Reviewed studies onleadershipshowsthatmostmanagersarecommittedtodeadlineshowevertheygivereasonableandrealistic deadlines especiallytransformationalleaders inmostcases.
Table4.2.15:Actingwithoutconsultinganyofhissubordinates
	Respondent
	Frequency
	Percentage

	Stronglyagree
	1
	2%

	Agree
	0
	0%

	Neitheragreenordisagree
	0
	0%

	Disagree
	7
	14.58%

	Stronglydisagree
	40
	83.3%

	Total
	48
	100%


Source: field survey (2024)
Table 4.2.15 shows that 83.3% of the respondents strongly disagree that their manager actswithout consulting the subordinates, 14.58% of the respondents disagree while only 2% of therespondentsagreethattheirmanageractswithoutconsultingthesubordinates.Agoodmanager/leader consultstheirsubordinateswhenmaking decisionsinmost casesso astokeepuptospeedwithpossiblechangesandgettheirtake,transformationalmanagersandtransactionalleaders insomecasesconsulttheirsubordinates.
[bookmark: _bookmark118]4.3	TEST OF HYPOTHESIS 
	Having analyzed data collected this section is concerned with the actual testing hypothesis to determine whether they are supported or refused.
The data tabulated before comment are made in respondents of how they affect the research hypothesis under consideration. The research will use chi-square competed and the critical value sample the null hypothesis (Ho) is rejected where the chi-squares is greater than the critical value of the sample, the alternative is accepted when the computed chi-square is less than the critical value.The research considered it pertinent to define the following.
X2 = ∑ (Oi -Ei)2
	Ei
When XO2 computed chi-square 
Oi = observed frequency
Ei = Expected Frequency 
O – Level of significance %
D of degree of freedom 
(d fu ) r-1) (c-1)
C = Colum
R = row 
Critical 
Value of sample – Xo2 the research intent to test at 5%
Xo2 <x2 accept the null hypothesis 
Xo2 > reject the null hypothesis 
Hypothesis 1
Ho => there is significant relationship between autocratic leadership style and organization performance.
Table 4.3.1 
	Is there significant relationship between autocratic leadership style and organization performance 
OPTION 						FREQUENCY 
	Yes 
	50

	No
	16

	Total 
	66


Source: field survey (2024)
	For calculation of chi-square table for hypothesis (Ho)
Response rating 
	Option 
	Manager 
	Server staff
	Funi staff
	Total 

	Yes ()
	2
	4
	44
	50

	No (y)
	4
	6
	6
	15

	Total
	6
	10
	50
	66


 Source: field survey (2024)

A= 50x6 = 4.55 
	66
Ay = 16x6 = 1.45
	66
Bx = 50x10 = 7.59
	66
By = 16x10 = 2.42
	66
	Option 
	Qio
	Ei
	Oi-Ci
	(Oi-Ci)
	(Oi-Ci)

	
	2
	4.55
	-2.55
	6.5025
	1.4291

	Ay
	4
	1045
	2.55
	6.5025
	4.4845

	B
	4
	7.59
	-3.49
	12.8881
	1.6980

	By
	6
	2.42
	3.58
	12.8164
	5.2960

	Cx
	61
	37.88
	6.12
	37.4544
	0.988

	Cy
	61
	12.12
	-6.12
	37.4544
	3.0903

	Total 
	
	
	
	
	16.9867


Source: field survey (2024)
	With the calculation of chi-square calculated that is 16.9867 while the critical test value (table value) is 5.991
DECISION RULE 
Since the x2 calculated of 16.9867 is greater than x2 table value we accept that there is significant relationship between autocratic leadership style and organization performance.
Hypothesis II 
Hi there is significant relationship between democratic leadership style and organization performance.
Table 4.3.2 is significant relationship between democratic leadership style and organization performance 
	Option 
	Frequency 

	Yes 
	42

	No
	24

	Total 
	66


 Source: field survey (2024)

	Option 
	Frequency 
	Senior staff
	Junior staff
	Total 

	Yes ()
	1
	3
	38
	42

	No (y)
	4
	7
	13
	24

	Total
	5
	10
	51
	66


Source field survey (2024)

Ei = row total x Colum total 
Grand total 

A= 42x5 = 3.18 
	66

Ay = 34x5 = 1.82
	66

Bx = 42x10 = 6.36
	66

By = 24x10 = 3.64
	66

Cx=  42x51 = 32.45
	66
Cy = 24x51 = 18.55
	66

	Option 
	Qi 
	Ei
	Oi-ei
	(Oi-ei)
	(Oi-ei)

	
	1
	3.18
	-2.18
	4.7524
	1.4945

	Ay
	4
	1.82
	2.18
	4.7524
	2.6112

	B
	3
	6.36
	-3.36
	11.2896
	1.7751

	By
	7
	3.64
	3.36
	11.2896
	3.1015

	Cx
	88
	32.43
	5.55
	30.8025
	0.9492

	Cy
	13
	18.55
	-5.55
	30.8025
	1.6605

	Total 
	66
	
	
	
	11.592


Source field survey (2024)
DECISION RULE 
	Since the chi-square () calculated that 11.592 and the critical text value (table value) is 5.991 which implies that x2 calculated is greater than table value Ho (null hypothesis) and accept Hi (alternative hypothesis) Hi states that there is poor significant relationship between democratic leadership style and organization performance.
Hypothesis  III
H2 there is significant relationship between Lasses faire leadership style and organization performance 




Table 4.3.3 Is there significant relationship between Lasses- faire between leadership style and organization performance.
	Option 
	Frequency 

	Yes 
	50

	No
	16

	Total 
	66


Source field survey (2024)
	For calculating of chi-square table for hypothesis (H2) responses 
			Rating 
	Option 
	Manager  
	Server staff
	Funi staff
	Total 

	Yes ()
	2
	4
	44
	50

	No (y)
	4
	6
	6
	16

	Total
	6
	10
	50
	66


Source: field survey (2024)

A= 50x6 = 4.55 
	66

Ay = 16x6 = 1.45
	66

Bx = 50x10 = 7.59
	66

By = 16x10 = 2.42
	66
	Option 
	Qio
	Ei
	Oi-Ci
	(Oi-Ci)
	(Oi-Ci)

	
	2
	4.55
	-2.55
	6.5025
	1.4291

	Ay
	4
	1045
	2.55
	6.5025
	4.4845

	B
	4
	7.59
	-3.49
	12.8881
	1.6980

	By
	6
	2.42
	3.58
	12.8164
	5.2960

	Cx
	61
	37.88
	6.12
	37.4544
	0.988

	Cy
	61
	12.12
	-6.12
	37.4544
	3.0903

	Total 
	
	
	
	
	16.9867


Source: field survey (2024)
DECISION RULE 
	Since the X2 calculated of 16.9867 is greater than X2 table value we accept that there is significant relationship between Liaises-faire leadership style and organization performanceTherefore we accept the null hypothesis (Ho)  that there is significant relationship between autocratic leadership style and organizational performance (Hi) that stated that there is poor significant relationship between democratic leadership style and organizational performance (H2) accept that there is significant relationship between Lassies –faire leadership style and organizational performance.
4.4	DISCUSSION OF RESULT 
TheoverallleadershipstylesaunitimprovementinAutocraticleadershipstyle,Democratic Leadership style and Laissez-fair Leadership style would lead to about 0.088,0.574,and0.031respectively increasesOrganizationalPerformancein GTB Bank Plc, Ilorin. The leadership styles (independent variables) in contributing to thevariance of the overall Organizational Performance.On the other hand, a residual scatter plot is also examined. A residual scatter plot is afigure that shows one axis for predicted scores and one axis for errors of prediction. Thedifference between the obtained dependent variable and the predicted scores and thevariance of the residuals should be the same for all predicted scores (homoscedasticity).Ifthis is true, the assumption is met and the scatter plot takes the (approximate) shape of arectangle. Accordingly, the figure attached as appendix shows a random displacement ofscoresthat takeonarectangular shapewith no clustering.







CHAPTER FIVE
SUMMARY CONCLUSION ANDRECOMMENDATIONS
5.1	INTRODUCTION
Theobjectiveofthisresearchwasto investing atetheimpactofleadershipstyleonorganizational performance in case of GTB Bank Plc, Ilorin. According to theresults of analysis and discussion of the study, conclusions are made on the nature andrelationshipof leadership styles andOrganizationalPerformance.In order to clarify the given objectives descriptive analysis expressed by the percentageand frequency to analyze the respondents demographic parts while using the mean andstandard deviation score were able to identify the Practice of leadership style in AAPCand also levels of organizational performance measured. Inferential statistical analysisincludesthecorrelationandregressionanalyseswereusedtoshowtherelationshipbetweenvariablesandtheimpactofleadershipstyle(IndependentsVariables)onOrganizationalPerformance(Dependent Variable) ofthisstudy.

5.2	CONCLUSION
Based on the findings of this study the following conclusions are drawn in line with theresearchobjectives.The practices of leadership style in GTB Bank Plc, Ilorin to assess by themean score of the dimensions of leadership styles were computed. The mean score ofAutocratic Leadership style was 3.27 which are considered as moderate range, themean score of Democratic Leadership style was 3.55 which can be considered as highrange and also the mean score of Laissez-Faire Leadership style was3.30 which arecategorized as moderate range. Therefore, the practice of leadership style in GTB Bank Plc, Ilorin is Democratic leadership style, as it is found in the range which his consideredas moderate.TheoverallperceptionsofrespondentstowardsOrganizationalPerformancewereassessedin
Order to evaluate the levels of organizational performance at AAPC. Then the findingsshow that the aggregate mean score of organizational performance of AAPC was3.15, whichindicatesthattheorganizationalperformancelevelinAAPCislow.Because, the aggregate mean score is less than 3.40. Therefore, the majority of therespondentsarenothappywiththeoverallPerformanceof GTB Bank Plc, Ilorin.Therelationshipbetweenleadershipstyleandorganizationalperformancewasexamined by using Pearson correlation coefficient.As a result, Autocratic leadershipstyle was seen to have a positive impact on the significant subscales of organizationalperformance by .215** at p=.000. Democratic leadership style also had a positiveimpact on the significant subscales of organizational performance by .393** at p=.000andalsoLaissez-faireleadershipstylehadapositiveimpactonthesignificantsubscales of organizational performance by 287** at p=.000.Therefore, all the threeleadershipstyleshavepositiveandsignificantrelationshipwithOrganizationalPerformance.With regard to recognizing to what extent leadership styles can affect organizationalperformance, regression analysis was made. Based on the analysis, the R square (R2)explains that 15.7% change in Organizational Performance can be predicted by thecombination of the three leadership styles. Therefore, the combinations of the threedimensions (Autocratic leadership style, Democratic leadership style and Laissez-faireleadershipstyle)areplayingtheirownroleinenhancingorganizational performance.Therefore,Democraticleadershipstylesin GTB Bank Plc, Ilorin will bringmoreinfluencyon organizational performance.
5.3	RECOMMENDATIONS
Based on the major findings and the conclusions made, the following recommendationswereforwarded. Since the practice of leadership style is found to be Democratic Leadership style,Therefore, the management of GTB Bank Plc, Ilorin need to focus onengaging employees in decision making process, the leaders have to communicatetheir juniors positively and be supportive to them as much as possible, they have toproviderresponsibilitytotheirsubordinates,trainingshavetobegiventotheleadersinorder to make awareabout thecharacteristics of democraticleader.Sincethelevelof GTB Bank Plc, Ilorinperformanceislow,theresearcheralsorecommendsthat GTB Bank Plc, Ilorintotrainthemanagement team members of the commission, leaders and staff members for thepurpose of enhancing the level of their performance at the end will be translated tobringinggoodperformanceofthecommission.Thiswasalsofurtherrecommendedby the respondents, the researcher also echo other recommendation given by therespondentsandsuggestsintroductionofaconsistentandprogressiveleadershipstyle, empowering leaders at all level to develop in to leadership roles and replace theincapableleaderswith capable once.It should be noted that there is relationship between organizational performance andleadershipstyle.Thereforethemanagementof GTB Bank Plc, Ilorinhas to make various efforts to improve leadership style in order to enhance organizationalperformance.The study found at that Autocratic leadership style and Laissez-fair Leadership stylehaslowimpactbutDemocraticleadershiphasrelativelyhigherimpactonorganizational performance in case of GTB Bank Plc, Ilorin. Therefore,the management of GTB Bank Plc, Ilorin needed to foster DemocraticLeadershipstyle as ithasits ownimpactonenhancingorganizationalperformance.
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APPENDIX
Dear Sir/Ma
	REQUEST FOR COMPLETION OF  QUESTIONNAIRE
	I am  student of Kwara State Polytechnic, Ilorin, Department of Business Administration Institute of Finance and Management Studies. Please below are questionnaires that I have created to enable me carryout an analysis on the topic “Impact of Leadership Styles on Organizational Performance (a case study of GTB Bank Plc, Ilorin)”. Please kindly give answers to the questionnaires that follows:
	It is strictly on academic research and every information collected will be treated with utmost confidentiality.
Thanks 
SECTION A: Personal Data: (Please Indicate Appropriately)
1. Gender: A. Male (  )	B. Female (  )		C. Prefer not to say (  )
2. Age: A. 20-29 (  )		B. 30-39 (  )		C.40-49 (  )		D. 50-59 (  )
3. Years Worked: A. Below 2yrs (  )	B. 3-5yrs (  )		C. 5-10yrs (  )	
       D. Above 10yrs (  )
4. Level Education: A. Diploma (  )       B. Graduate (  )        C. Masters (  )
5. How are employed at this bank: A. Full-Time (  )              B. Part-Time (  )   
                                                     C. Casual
6. How long have you been working under your direct supervisor: A. 2years (  )
B. 2-4 years (  )    C. 4-6years (  )     D. 6years and above
7. Branch Location:
8. How many employees are there in your branch location: A. Under 20 employees (  )
B. 21-40 employees (  )    C. 41employees and more
SECTION B: RESEARCH QUESTIONS
Please read the following statements carefully and tick appropriately to show the degree of your agreement or disagreement with each statement “SA: Strongly Agree,”   “A: Agree,”  “Neutral,” “D = Disagree” and “SD: Strongly Disagree”.
	The questionnaire is divided into three, there are parts for employees and parts of managers supervisors.
	Kindly answer the questions that apply to you.
	s/n
	A Leadership style
	1
	2
	3
	4
	5

	Autocratic Leadership
	
	S
	A
	N
	D
	SD

	1
	He is always the decision maker
	
	
	
	
	

	2
	Act as a leader in discussions 
	
	
	
	
	

	3
	He has no strong relation with his subordinates
	
	
	
	
	

	4
	Dealing with his subordinates like he is given orders 
	
	
	
	
	

	5
	Acting without consulting any of his subordinates
	
	
	
	
	

	Transactional Leadership
	
	1
	2
	3
	4
	5

	
	
	S
	A
	N
	D
	SD

	6
	He has no strong relation with his subordinates
	
	
	
	
	

	7
	He is committed to deadlines
	
	
	
	
	

	8
	Asking for commitments via orders and formal rules
	
	
	
	
	

	9
	Work is more important than human relationship 
	
	
	
	
	

	10
	Tells us the standards carryout work
	
	
	
	
	

	11
	Works out agreements with us
	
	
	
	
	

	12
	Monitors my performances and keeps tracks of my mistakes
	
	
	
	
	

	Transformational 
Leadership
	
	1
	2
	3
	4
	5

	
	
	S
	A
	N
	D
	SD

	13
	Takes actions before problems are chronic
	
	
	
	
	

	14
	Showing flexibility in dealing with others
	
	
	
	
	

	15
	Using subordinate’s opinion to solve work problems.
	
	
	
	
	

	16
	Raises confidence among the subordinates
	
	
	
	
	

	17
	Working to satisfy the psychological needs of the subordinates
	
	
	
	
	

	18
	Help his subordinates to develop work ability strongly agree
	
	
	
	
	

	19
	Help his subordinates to think and initiate
	
	
	
	
	

	20 
	Give feedbacks to his subordinates in work performance 
	
	
	
	
	

	21
	Stimulates his subordinates for distinguishing performance level
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