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ABSTRACT

Organizations in different sectors of the Nigerian
economy continue to record high cases of misappropriation,
embezzlement, immoral and unethical  practices,
gratifications, high labour turnover, inability to meet basic
required obligations, and employees’ dissatisfaction, which
have further resulted in poor performance. The theoretical
paper dwelled on the concepts of leadership styles as opined
by several scholars in the literature and used these as
springboards to arrive at elaborate ones that encapsulated all
and introduced a range of common and contemporary models
and approaches, including an addition of a cutting-edge
competitive list to help managers discover, devise and adjust
their individual management practice and style for
navigation towards a sustainable organizational performance.
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. INTRODUCTION

Nowadays, organizations in different sectors of
the Nigerian economy continue to record high cases of
misappropriation, embezzlement, immoral and unethical
practices, gratifications, high labour turnover, inability to
meet basic required obligations, and employees’
dissatisfaction, which have further resulted in poor staff
performance, absence of motivation, poor growth and
development of the institutions and forced some to relocate
to neighbouring countries: This has been traced to private
and public establishments’ inability to raise a crop of
time-tested, heroic and authentic leaders (Abiso,
Okuboyejo, llori & Adeogun, 2016; Igbaekemen, 2014;
Ojokuku, Odetayo & Sajuyigbe, 2012; Ukaidi, 2016).
Igbaekemen (2014) and Ukaidi, (2016) found that
leadership vacuum has been noticed and confirmed in
every sphere of the Nigerian nation and there is desperate
need for competent and principled leaders across the
Nigerian sectors.

Abiso, Okuboyejo, llori & Adeogun, (2016)
found that a reliable leader is what is needed now and that

to be reliable means living up to peoples’ expectations in
all ramifications. Adopting the right style of leadership
helps executive managers to establish time-tested
relationships, count-on and respect, involve and motivate
their subordinates and ensure a conducive task
environment. On the other way round, engaging the wrong
and unpopular style may result to dissatisfied, disengaged
or demotivated employees and at the end of the day cause
high labour turnover. Similarly, executive managers who
practise a style that is strange and that is against the ethos
of their organisations are unlikely to be successful.
Majority of scholars are now of the view that managers
need to find a style which is authentic for them and that
they will need to adjust their styles according to the
contextual realities and then, the culture of the
organization where they work, the peculiarities of the tasks
to be delivered and the characteristics and expectations of
their team members..

Leadership style has been embraced lately rather
than management style among professional managers and
therefore, the academia. Leadership style is that the
manner during which managers exercise their authority
within the workplace and make sure that their objectives
are achieved. It covers how managers plan and organise
add their area of responsibilities and, especially, about how
they converse with, and affect their colleagues and team
members. The main subsets of leadership style are
behaviours and attitudes, including: the knowledge the
executives pass; how they pass it across; the instance they
set also because the foundation they need laid plus the
impression they need entrenched over time among their
followers; their body language; and their actions, inactions
and general conduct.

1. CONCEPTUAL CLARIFICATIONS

Leadership Styles

Leadership style involves the mixture of traits,
skills, behaviours and characteristics that leaders practice
to interact their subordinates so on get work done. Fiedler
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(1964) postulates that leadership style involves a sort of
relationship whereby someone uses his ways and methods
to form group of employees work together for the aim of
accomplishing a standard goal. Leadership style may be a
concept mostly used lately rather than management style
among professional managers.

Leadership style encompasses the ways during
which managers set about exercising their powers and
spending orders in their units, departments and sections so
as to accomplish their set objectives. It considers the world
of designing, organizing and coordinating of labor and
therefore the workforce as far as their roles are concerned,
and above all, about how the managers relate to, and affect
other co-workers at an equivalent level and team members.
Subsets of leadership style include attitudes and
behaviours, including: the knowledge the manager passes;
how he passes it; the instance they set; their body
language; and their general conduct. Ngodo (2008) sees
leadership as a give-and-take role during which leaders
and subordinates cooperate so on make sure the set goals
and objectives are attained. Leadership theories commonly
discussed are charismatic leadership, transactional
leadership,  transformational  leadership,  visionary
leadership, and culture-based leadership (Yuki, 2002;
Bass, 1999).

Tannenbanum and Schmidt (1958) popularized
leadership styles that centered around Mc Gregor’s Theory
‘X and Y’ assumptions, and that they are democratic,
autocratic, dictatorial, and individualism leadership styles.
Brief discussions about earlier and contemporary
leadership style dimensions are hereby presented:
Autocratic leadership style is characterized by personal
influence over the choices and tiny input from other team
members (Gimuguni, et al., 2014). These leaders
emphasize loyalty and commitment and are described
because the ones who decide themselves and need strict
compliance to regulations (Ipas, 2012). Democratic
leadership, also referred to as participatory leadership, may
be a quite leadership style during which members of the
group play a more participatory part within the decision-
making process. Success and other people are the themes
of this leadership style (Bhargavi & Yaseen, 2016). Burns
(1978) defined transformational leadership as a process
that takes place when one or more individuals interact with
others in such how that leaders and followers lift one
another to higher levels of motivation and morality.
Transactional leadership style implies that reward or
punishment is premised on individual performance
(Anbazhagan & Kotur, 2014), and this is often because
reward is contingent to performance and punishment for
failure to performance effectively (Anbazhagan & Kotur,
2014). Dynamic leadership style (Epstein, 2014) is often a
dual-focused sort of leadership style that's adaptive in
nature (Negreiros, Pequeno, Garcia, Aguiar, Moreira, &

Flor, 2017). This leadership style changes and reacts to
different situations (Gopal & Chowdhury, 2014). the idea
of dynamic leadership holds that a pacesetter should use a
fluid sort of leadership to regulate consistent with the team
that's being led (Bahmanabadi, 2015).

Some researchers have concluded that the use of
positive leadership styles encourages and helps their
workers to excel (Bhargavi & Yaseen, 2016). Leaders need
to use positive leadership styles to promote success levels
of company employee professional development. The
types of leadership and organizational effectiveness are
closely related (Pradeep & Prabhu, 2011). Efficient
leadership style is seen as a clear source of sustained
competitive advantage and management of growth (Al
Khajeh, 2018). It is on the basis of this that this work is
discussing the contemporary leadership styles of heroic
and authentic dimensions.

Heroic leadership style by Goleman (2000)
reported on research into the leadership styles of over
3,000 executives worldwide carried out by consulting firm
Hay McBer. The findings revealed six distinct leadership
styles, each emerging from varying elements of emotional
intelligence: coercive leader —one who demands the instant
compliance of others; authoritative leader — one who
marshals others towards their vision; affiliative leader —
one who creates emotional connections and seeks
harmony; democratic leader — one who seeks consensus
achieved through participation; pacesetting leader — one
who expects excellence from others; encouraging self-
direction; coaching leader — one who seeks to develop and
equip others for the future. Goleman believes that
executive leaders need a combination of styles to navigate
in our competitive world as change remains constant all
over the world. The modern style of ‘heroic leadership’
follows this multi-styled approach — the notion of the
manager as a chameleon. However, managers need to be
mindful that a constant switching of styles can confuse
those they are trying to lead.

Authentic leadership style (Goffee & Gareth,
2015): This advocates genuineness, trustworthiness and
honesty in your dealings with subordinates and colleagues.
Authentic leaders should always act their talks and be
highly principled and not talk from both sides of their
mouth so as not to be taken for granted by their
subordinates. In view of recent corporate, financial and
governmental scandals and misconduct all over the globe,
most especially in developing countries of the world, there
is need to promote a leadership style which along with
others will promote and encourage the display and
exhibition of utmost sincerity and defend individual
integrity in one’s dealings and leading position.
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Performance and Performance Determinants in
Organisations

Performance is the accomplishment of particular
objectives measured on the basis of identified set standards
(Richard, 2009). Performance can be measured from two
angles/dimensions (Agarwal, Erramilli & Dev, cited in
Bhatti, Awan & Razaq 2013). Performance can be
measured from the objective angle which involves
financial and market-based measures, such as capacity
utilisation, profitability and market share. The other, the
subjective performance, (judgmental) includes customer
and employee based measures, such as service quality,
employee and customer satisfaction. The latter measures
important prerequisites for profitability and it implies that
for a company to achieve successful objective
performance, careful attention must be paid to the service
quality offered, as well as to both customer and
employees’ satisfaction (Agarwal et al., cited in Bhatti, et
al., 2013).

It has, however, been observed that the roles of
financial performance used by organisations are becoming
inadequate because of rapid changes such as increased
product quality and movement of people and accelerated
technologies across the globe as a result of which firms
now tend to be multi- cultured in nature (Moers, 2015). It
is in view of this that this work considered performance
from the non-financial angle of leadership styles.
Organisational performance is measured based on how
well a stakeholder is led. Thus, as far as this work is
concerned, the level of influence a leader can exert
amongst his subordinates as far as attaining set goals and
objectives will go a long way to improving the
performance of the organization. Performance is defined as
the accomplishment or completion of work, tasks or goal
to a certain level of desired satisfaction occasioned by the
leadership style(s) adopted or adapted by whoever is
occupying the office of leadership. Performance is thus,
seen as the ability of an organisation to satisfy the desired
expectations of its employees through the leadership
style(s) embraced by the managers.

Leadership Styles and Performance

Researches have revealed that leadership style has
conflicting relationships with organizational performance
and that leadership styles may be positively correlated or
negatively correlated to organizational performance (Fu-
Jin et al., 2011; Widayanti & Putranto, 2015; Dalluay &
Jalagat, 2016). Significant relationship has been
determined between leadership styles and organizational
performance (McGrath and MacMillan, 2000).

Abiso, Okuboyejo, llori & Adeogun, (2016)
posited that organizational performance is a replication of
productivity of employees of a company assessed in terms
of revenue, profit, growth, development and organizational
expansion. The researcher stressed that studying the
impact of organizational leadership on organizational
performance is also essential because leadership is
perceived by certain scholars as among the determinants of
firm performance. Therefore, leadership effectiveness
represents a potent source of management development
and sustained competitive advantage for organizational
performance enhancement (Avolio; Bolden &Terry; Zhu et
al., in Abiso, Okuboyejo, llori & Adeogun, 2016).

Leadership has a direct cause-effect relationship
on organizations and their performance. Leaders determine
values, culture, tolerance for change, and motivation for
employees (Aboshagah et al., 2015). They shape
organizational approaches, including their efficacy and
implementation. It must be emphasized that leaders could
be seen at any organizational level and are not exclusive to
management (Igbaekemen, 2014). Leaders must be
capable of determining whether their leadership skills
affect their followers as it supports or does not help the
followers. This may have an effect on the actions of
employees to follow their leaders; followers or employees
who do not have respect towards the leaders may be
susceptible to disappointment, which may give rise to an
employee's intention of leaving (Aboshagah et al., 2015).
2.1. Conceptual Framework

Source: Authors’ conceptualization (2020).
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I11.  THEORETICAL FRAMEWORK

This paper is hinged on the works of Fred Fielder
in 1964. Fiedler’s (1964) contingency theory which
asserted that; the leader’s ability to lead is contingent upon
various situational factors, including the leaders preferred
style, the capabilities and behaviors of workers that depend
heavily on the situational factors and then, Situational
leadership theory developed by Hershey and Blanchard in
1969. The situational theory of leadership discusses
leaders who embrace different leadership styles in line
with the situation on ground and the development level of
their team members (McCleskey, 2014). In addition to the
theories above, authentic leadership style (Goffee &
Gareth, 2015)  which  advocates  genuineness,
trustworthiness and honesty in leadership dealings with
subordinates and colleagues is of paramount importance in
this paper.

IV. LITERATURE REVIEW

Research on leadership styles found that teams
led by transformational leaders (which are more
relationship-oriented) have a significantly higher
performance than groups led by leaders who use other
leadership styles (Lussier, 2008). Lussier (2008) suggested
a significant relationship exists between transformational
leadership, employee engagement strategies, and
performance of employees. Achua and Lussier (2013) later
found that transformational leadership aims to shift the
status quo by articulating the issues in the existing
structure to followers and a clear vision of what might be
new organizations. In Chad, Sougui, Bon, and Hassan
(2016) conducted research into the effect of leadership
styles on the performance of employees in the Telecom
sector. They used the four path-goal types of guidance,
encouragement, participatory, and achievement-oriented
theory (Daft, 2011). Findings showed that the effect of
leadership styles was important on the performance of the
employees.

In Kenya, Machuki, Aosa, and Letting (2012)
developed that there is a very strong positive relationship
between leadership style and performance citing
productivity among employees. Likewise, Nderu's (2013)
findings indicated that the organizational climate is
proving to be very different from that of the past. The
author pointed out that global rivalry, information
technology, a revolution in the standard of service,
diversity and ethics influenced the leadership style one
uses. New leadership models are evolving as a result of the
paradigm change. These are more open to both their
internal and external environments with the aim of
achieving improved efficiency and gaining competitive

advantage within their industries (Machuki, 2012; Nderu,
2013).

A research by Koech and Namusonge (2012)
examined the key effects of leadership styles on
performance in Kenya's state-owned companies and found
a positive and meaningful impact of transactional and
transformation leadership styles on organizational
performance while documenting a negative and negligible
effect on performance of laissez-faire leadership styles.
This finding suggested that managers should follow a more
participatory  leadership style in directing their
subordinates; public managers should devise and enforce
efficient schemes of compensation and acknowledgement,
and Nderu (2013) also supported that view. Likewise, the
findings of Koech and Namusonge (2012) also showed
that managers should aim to adopt a leadership style that
makes it easier for them to become role models for their
subordinates; a style that encourages and promotes
subordinates to become more inventive and creative; and a
style that allows them to pay more attention to the need for
achievement and development of each person. This result
is also consistent with the Chaudhry and Husnain research
(2012).

Different researches in Kenya and Chad have
explored how passive leaders affect their workers '
performance as well as the organisation's overall success.
The study found that leadership either has a negative or a
positive impact on accelerating service delivery as
leadership plays a major role in service delivery and lack
of effectiveness can hamper the ultimate anticipated
accelerated outcomes. Studies show that at least 9 of the
company's 13 (69 percent) experience performance issues
with workers. These problems emanate from the types of
models implemented in leadership. The issues included
inadequate communication, lack of gender-related
challenges, high employee turnover, lack of employee
participation in decision-making, lack of employee
creativity, major financial losses (Mugwe, 2012; Juma,
2014; Nyamemba, 2012; Omboi & Kubai, 2011; Awuor &
Manyallah, 2013), decreased employee efficiency,
decreased morale , increased recruiting costs.

In the same vein, further Nigerian studies (Abiso,
Okuboyejo, llori & Adeogun 2016; Igbaekemen, 2014;
Kajola, 2008; Sanda, Mikailu, & Garba, 2010; Akpan &
Amran, 2014; Ironkwe & Adee, 2014; llaboya & Obaretin,
2015; Ojokuku, Odetayo & Sajuyigbe, 2012) and non-
Nigerian studies (Adams & Mehran, 2012; Owusu, 2012)
found a positive relationship between board size and firm
results. Kajola (2008) found a positive and statistically
relevant relationship using a sample of 20 Nigerian listed
firms from 2000 to 2006 as calculated by ROE. Ironkwe
and Adee (2014) have found a positive and statistically
relevant relationship between board size and success in the
financial sector.
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Using time series data from 166 firms quoted in
the Food and Beverages sector on the Nigerian Stock
Exchange market from 2005 to 2012, Abiso, Okuboyejo,
llori & Adeogun (2016) and Ojokuku, Odetayo &
Sajuyigbe (2012) examined the impact of leadership style
on organizational performance in selected Banks, in
Ibadan Nigeria. Purposive sampling technique was adopted
in selecting a total of sixty (60) respondents as sample for
the study, while relevant data was gathered with the aid of
a structured questionnaire. One hypothesis was formulated
and inferential statistical tool was used to analyze the data
specifically Pearson product moment correlation was used
to examine the relationship between leadership style
dimensions and organizational performance, while
multivariate analysis was wont to examine the many effect
of leadership style dimensions on followers and
performance. Findings showed positive and indirect
correlation between leadership style dimensions and
organizational performance.

llaboya and Obaretin (2015) found a positive
relationship between board size and profitability-measured
corporate financial performances. Adeyemi (2010), Nuhu
(2010) and Belonio (2011) found that autocratic leadership
style had a significant impact on employee performance
while Dolatabadi and Safa (2010) and Obiwuru, Okwu,
Akpa and Nwankwere (2011) found that the two variables
had no significant effect. Moreover, the style of
democratic leadership has a significant impact on the
performance of employees (Nuhu, 2010; Belonio, 2011;
Umer, Adnan, Adnam and Inam-ul-Hassan, 2012) while
Tandoh (2011) found that people-centered and democratic
leadership models have no significant effect on the
performance of staff.

Thus, while the leadership and employee
performance literature is dispersed throughout countries
and across industry, evidence of the impact of leadership
style on employee performance is also varied. Although
most of the literature reviewed is somewhat consistent in
suggesting that transformative and transactional leadership
styles are significantly linked to employee performance,
and that the impact of transformation style is more
pronounced than that of transactional leadership style
(Rasool, et al., 2015; Kehinde & Banjo, 2014; Tsigu &
Rao, 2015), evidence on relationships some reported
negative relationships (Aboushagah et., al 2015). A
research by Mazzarol, Reboud, and Soutar (2009) also
revealed that owner / manager's personal dreams correlate
with a high degree of turnover in sales.

Managers' cognitive capacity contributes a lot to
their performance and behaviour (Panagiotou, 2006). In
both Benin and Malawi, Fafchamps and Gabre-Madhin
(2001) found a clear negative connection between women's
ownership and earnings. Board size and firm efficiency
were investigated by Adams and Mehran (2012) and found

a negative association between board size and profitability.
This result is robust with a company's unique
characteristics including firm size, growth potential, board
composition, manager control and business field. The
authors in particular suggest that if the board size is
between four and ten directors, corporate efficiency would
gradually decline. There is no effect beyond that limit
between board size and company results.

Despite geographical difference, sector difference
and industry difference, majority of the studies revealed
that leadership is an important factor in any organization.
Findings from majority of the studies in Nigeria, Kenya,
Chad, India and so on showed conflicting effects of
leadership styles on organizational performance. It is in
light of this that this review indicate that leadership styles
in organisations need additional attention to be able to
propose a time-tested fashion for organizational survival
especially as it relates to a developing country like Nigeria.

V. CONCLUSION

This study reviewed leadership styles and its
impact on organizational performance literature across
different climes. This review discovered that leadership
styles, though, of paramount importance, there has been
inconsistent relationship and impact between it and
organizational performance almost across different climes.
Teams specifically need the support and encouragement of
a sincere leader they can count on, who always and at all
time live up to the expectations of his subordinates.
Therefore, the efficiency and potential of a leader has a
large impact on the motivation levels of a team. Further, in
the current business environment, there is a need for a
combination of authentic, dynamic, heroic, situational and
contingency leadership styles. Major leadership styles such
as transformational, transactional, democratic and dynamic
leadership influence motivation and performance but
should be in addition to the authentic leadership style
which seeks to promote genuineness, utmost sincerity and
straightforwardness in one’s dealings with his subordinates
and colleagues and in other leading positions.

Though, self-knowledge is of importance as far as
the authentic leadership style is concerned, the leadership
rot (recent corporate, financial and governmental scandals
and misconduct) in the Nigerian nation has however called
for a need to think out of the box and fall in line with the
contemporary- Authentic leadership style and then, the
situational, contingency, dynamic, heroic styles, the
combination of which this paper is proposing. The ability
of a leader to combine the different leadership styles along
with the contemporary style of authentic leadership style
which encourages the display and exhibition of utmost
sincerity and individual integrity in one’s dealings and
leading positions will see the Nigerian nation through in
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the leadership quagmire. It is recommended that leaders
focus on leadership styles that further help to motivate
members of an organization and entrench utmost sincerity.

AREAS OF FUTURE RESEARCH

This study provides an effective framework for
determining the association between different leadership
styles and their influences on organizational performance.
Hence, this paper provides opportunities to improve
leadership in organizations. However, this study was
purely qualitative in nature: Future studies can focus on
developing other frameworks for investigating the
relationship between aspects such as leadership style and
employee satisfaction and commitment. Also, empirical
study is needed to affirm the level at which authentic
leadership style will influence organizational performance.
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