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Introduction  

he import of leadership in different 

organizations has been overlooked and 

disregarded. With the current trend of 

things, the importance of leadership has been 

appreciated and has become a burning issue all 

over the world. Operational leadership 

enhances the performance of staff in all the 

sectors of the economy in a country. Leadership 

skills have an influence on increasing the 

performance of staff (Lewis & Gilman, 2013). 

According to Graen (2013) leadership impacts 

performance in the following ways; it builds 

employee morale, it‘s a source of motivation, 

cooperation, division of labour based on 

capability, tool for direction and 

communication. Leadership is very important to 

the existence and success of organization. As 

organisations grow and expectations about 

performances increase, need for good 

leadership tends to multiply. From every 

indication, there appears to be a significant 

relationship between leadership style and  
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ABSTRACT 
This study 

assessed the 

relationship 

between 

leadership styles 

and staff 

performance in 

selected MDAs in 

Bauchi state. 

Efficiency and 

timeliness were 

used as 

measures of 

staff 

performance. 

The study 

adopted the 

cross-sectional 

survey in its 

investigation of 

the variables. 

Primary source 

of data was 

generated 

through self- 

administered 
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performance of staff in an organization (Eze, 2011).  
Leadership comes with followership; leadership can either discourage or 

instill followership. The style of leadership determines the overall 

performance of the followers, especially in an organization. In other 

words, if the leadership style in an organization is good, it can positively 

boost the performance of the employees in that organization. Research 

by Schyns & Sanders (2007) posits that one of the major employee's job 

dissatisfaction is poor leadership in that organization. To wax stronger 

questionnaire. The population of the study was the entire staff of the 

Bauchi Zonal Education II (1702), and Bauchi State Urban Development 

Board (215). A total of workers were obtained from the Human 

Resources Department of the MDAs which represent the sample frame. 

The sample size was obtained using the Krejcie and Morgan (1970) table 

for determining minimum returned sample size for a given population. 

For our population, the table placed our sample size at three hundred 

and fourteen (314). The sample size therefore was 314 and was be used 

for the study. The research instrument was validated through 

supervisor’s vetting and approval while the reliability of the instrument 

was achieved by the use of the Cronbach Alpha coefficient with all the 

items scoring above 0.70. Data generated were analyzed and presented 

using both descriptive and inferential statistical techniques. The 

hypotheses were tested using the Spearman’s Rank Order Correlation 

Statistics. Findings from the data analysis revealed that leadership 

styles positively and significantly relates to staff performance in 

selected MDAs in Bauchi state. The result of the findings recommends 

that the administrators should establish an enabling environment that 

would engender efficiency in performance. If needs be, administrators 

should make expectations clear and offer rewards when necessary to 

get the employees to perform very well. Supervisors should act as 

guides to the subordinates and help develop their skills to boost their 

confidence and timeliness of service delivery by extension 

 

Keywords: Leadership Styles, Staff Performance, Efficiency and 

Timeliness 
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and participate in today's competitive global market and world politics, 

governments and organizations must seek good leaders and leadership 

styles. For according to Nevers Mumba, and for John F. Kennedy 

respectfully, 

“Nations rise and fall on the balance of leadership.”  

"For courage — not complacency — is our need today. 

Leadership — not salesmanship. And the only valid test of 

leadership is the ability to lead, and lead vigorously."  

 

Several theories have been proposed by researchers to explain 

leadership and performance in organizations. This study will focus on 

evolutionary leadership theory and path goal theory. This study will focus 

on the relations of leadership styles on employee performance in 

selected MDAs in Bauchi State. The topic on leadership was chosen as an 

effort to find out whether performance of employees could be 

attributed to the exercise of leadership styles and thus advice the 

administrators of these selected MDAs in Bauchi State.  

There are several leadership styles proposed by different scholars to be 

the best leadership style suitable for enhancing employee performance 

in an organization. Different leaders have a distinctive leadership style 

that has helped them improve their employee's performance in their 

organization. Koopman et al. (1997) posited that transformational and 

transactional leadership styles had gained popularity over the years in 

some establishments. Their analysis argued that organizations' 

outcomes like employee's performance, job satisfaction, and 

organizational commitments are directly linked to transformational and 

transactional leadership styles adopted by the managements of the 

organizations. A study by Wahab et al. (2012) also supported their 

research position that posited that transformational and transactional 

leadership positively affects employees' organizational commitments.  

In explaining the transactional leadership style, Tremblay & Pare (2007) 

described it as a systematic way to appreciate and praise their leaders 

because of the incentives and rewards the leaders offer to them; this 

style improves their motivational level, which then advances 

organizational productivity. Kline & Ivey (2010) describe the 
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transactional leadership style as "management-employees exchanges, 

whereby management exchanges things of value with the employees 

this they believe will increase the employee's work ethics and overall 

performance. 

The paper would be guided by the following research questions: 

i. What is the relationship between the style of leadership and 

efficiency in selected MDAs in Bauchi State? 

ii. How does leadership style relate with timeliness in selected MDAs 

in Bauchi State? 

 

Literature Review 

Theoretical Framework  

Evolutionary Leadership Theory 

Cordes (2019) argued that evolutionary leadership theory (EVT) did a 

better job than the theories themselves explaining why leadership types 

emerged relating to behavioral and cognitive dispositions. As formulated 

and presented in Vugt and Ahuja’s (2011) research, evolutionary 

leadership theory did not provide an intellectual framework, but rather, 

the theory presented new and important questions, making leadership a 

worthy topic of study Kenny, 2012). One of this question boarders around 

the place of leadership styles as organizations seeks to rise from the 

ashes of the Covid 19 pandemic. 

 

Path Goal Theory  

The path-goal theory was first introduced by Martin Evans (1970) and 

then further developed by House (1971). It is a theory based on specifying 

a leader's style or behavior that best fits the employee and work 

environment in order to achieve a goal (House, 1971). The goal is to 

increase employees' motivation, empowerment, and satisfaction so they 

become productive members of the organization.  

In the field of organizational studies, the path-goal theory considers the 

impact of a leader's behavior on workers' job satisfaction, motivation 

and effectiveness. Also referred to as the path-goal theory of leader 

effectiveness. In the 1990s, the theory underwent subsequent revision 

from its original 1971 formulation by Robert J. House. The theory is 
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identified by four leadership behaviors. Each leadership behavior aims to 

maximize worker outcomes by recognizing the impact of both 

environmental factors and worker characteristics in job performance 

(Zaccaro, 2007). 

 

The Concept of Leadership  

Leadership is a process whereby interpersonal influence is exerted by 

one person over others in order to guide structure and facilitate 

organization activities and relationship” (Yukl, 2002). Leadership 

involves interpersonal influence exercised on others through 

communication process towards the attainment of certain goals 

(Akerele, 2007). Armstrong (2004) argues that leadership focuses on 

getting people to move in the right direction, gaining their commitment 

and motivating them to achieve their goals.  

Kagwiria, (2016) opine that leadership mirrors on the capability of an 

individual to ―express a vision, impact others to achieve results, inspire 

team spirit, and be a model. It is worthy of note, however, that one who 

is in the formal role of a leader may not essentially have leadership skills 

nor be capable of leading. Leadership is essentially related to one‘s skills, 

abilities and amount of influence, instead of power.  

Peelz, (2011) posit that leadership is generally defined simply as 

influence, the process of influencing people in order for them to strive 

willingly towards the achievement of organizational goals and 

objectives. While the word style is closely equivalent to the way in which 

the leader influences followers. Therefore, every group of people that 

perform very close to its entire culpability has some persons as its head 

that is definitely skilled in the art of leadership. Leadership is concerned 

with the total manner in which a manager influences action of 

subordinates. It includes the issuing of orders that are clearly 

accomplished. It implies a continual training activity in which 

subordinates are given training activity; instructions to enable them carry 

out the particular assignment in the existing situation. It necessarily 

involves the motivation of workers to try to meet the expectation of 

managers. 
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Leadership Styles  

Leadership style is the way in which the functions of leadership are 

carried out, the way in which the manager typically behaves towards 

members of the group (Mullins, 2006). There are many dimensions way 

of describing leadership styles. According to Mullins (2006), there are 

three basic leadership styles which are autocratic, laissez-fair and 

democratic. The main difference among these styles is where the 

decision-making function rests. The Autocratic leadership style is where 

the focus of power is within the group more than move towards the 

manager. The manager alone exercises decision – making and authority 

for determining policy, procedures for achieving goals, work tasks and 

relationships, control of rewards or punishment. The Democratic 

leadership style is where the focus of power is more within the group as 

a whole and there is greater interaction within the group.  

Leadership style is the direction in which the followers are led. The 

number of leadership styles has been growing as the leadership studies 

have evolved over the course of history. If the leadership style is 

effective, it may develop the organizational performance and support 

the achievement of desired goals, or if the leadership style is ineffective, 

it will have a negative impact on organizational performance and 

opinions of employees. This significant relationship between leadership 

styles and organizational performance led to many studies regarding the 

aspect of leadership that resulted in numerous leadership theories. Each 

theory proposes a distinct leadership style and, most often, a mixed set 

of styles for the performance of the leadership. (Hussain & Hassan, 2016).  

According to Sheng Victor & Soutar (2005), leadership styles are 

significantly impacted by the leader's immediate family - subordinates. 

This research determines the relationship between organizational 

leadership and organizational standards through committing to 

enhancing development that may have a positive impact on the 

organization and its family. The commonly used universal leadership 

styles are transactional, transformational and laissez-faire. The 

leadership styles are acknowledged to change depending on the 

situational factors. Therefore, a leader who uses transformational style 

could use the transactional style and vice versa based on the situation 
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and vice versa. The character and personality traits can be used to 

distinguish a transformational or transactional leader (Bono & Judge, 

2004). However, followers' recognition of their leaders, their willingness, 

task intricacies also decide the leadership styles followed by the leaders. 

Therefore, leaders should have unique ability to determine the 

organizational settings, carefully distinguish the unforeseen factors and 

make good decisions in driving the organization towards success 

(Alkahtani, 2015). 

 

Staff Performance 

The main goal of any organization is to enhance the staff performance as 

this would enhance their survival in this highly dynamic environment. 

Performance is a multidimensional construct and an extremely vital 

criterion that determines organizational successes or failures. Prasetya 

and Kato (2011) define performance as the attained outcomes of actions 

with skills of employees who perform in some situation. According to 

Pattanayak (2005), the performance of an employee is his/her resultant 

behavior on a task which can be observed and evaluated. To Pattanayak, 

employee performance is the contribution made by an individual in the 

accomplishment of organizational goals.  

Here staff performance is simply the result of patterns of action carried 

out to satisfy an objective according to some standards. This means staff 

performance is a behavior which consists of directly observable actions 

of a staff, and also mental actions or products such as answers or 

decisions, which result in organizational outcomes in the form of 

attainment of goals. Ibrahim (2004) defined job performance as an 

important activity that provides both the goals and methods to achieve 

the organizational goals and also provide the achievement level in term 

of out-put. El-Saghier (2002) considered it as an effort of an employee to 

achieve some specific goal, the researcher will adopt this definition. 

Staff performance has been the most important issue for every 

organization, be it a profit or non-profit one (Adubasim, Adim & Ibekwe, 

2018). However, defining, conceptualizing and measuring performance 

have not been an easy talk (Adubasim et al, 2018) especially in the 

aftermath of the Covid 19 Pandemic.  
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Measures of Staff Performance 

Efficiency  

Ogboso & Amah (2016) opines that efficiency refers to the 

accomplishment of goals with minimum resources or waste. It includes 

measures such as time minimization, cost minimization, and waste 

minimization. Speed and time are important resources for any 

organization and must be seen to seek to maximize speed and minimize 

time. The way an organization does this indicates how efficient and 

productive they are. Speed and time were the essence of time and 

motion studies since the day of scientific management introduced by 

Taylor that led to management efficiency. They are sources of 

competitive advantage. Doing the right thing in corporate governance 

terms is an important, but not a sufficient, condition for performance. 

And doing the wrong thing (e.g. an ineffective audit committee, or lack 

of independence among the executives) will make it more difficult for a 

organization to perform but is not a measure of success or lack of it 

either. The questions relating to organization efficiency are: How 

effective is the organization in dispatching businesses (including through 

organization committees in and between meetings) and following up on 

decisions, does the organization identify and focus on key (not just a long 

list of) issues and risks facing the organizations; is the organization able 

to take initiatives, dealing with crises and identifying emerging issues? 

The conception of time here is the duration taken to accomplish a task. 

These honest questions are both a matter of choice. Since it is usually 

only after an extended period is it possible to know whether the 

organization has dealt with the right issues, how well it has done so, and 

which issues have not been addressed. Accordingly, failing to ensure 

succession or invest in new technology is just as much about 

performance as successful talent management or systems investment.  

 

Timeliness 

When the employees are productive, they accomplish more in a given 

amount of time. In turn, efficiency saves their company money in time 

and labour. When employees are unproductive, they take longer time to 

complete projects, which cost employee’s more money due to the time 
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lost (Olajide, 2000). The importance of higher productivity of the 

employees in public enterprise cannot be overemphasized, which 

include the following; Higher incomes and profit; Higher earnings; 

Increased supplies of both consumer and capital goods at lower costs 

and lower prices; Ultimate shorter hours of work and improvements in 

working and living conditions; Strengthening the general economic 

foundation of workers (Banjoko, 1996). Armstrong (2006) stated that 

performance is the time spent by an employee actively participating in 

his/her job that he or she was hired for, in order to produce the required 

outcomes according to the employers’ job descriptions. As suggested by 

Bloisi (2003) the core cause of the performance problems in the South 

African society are people’s motivation levels and their work ethics. 

 

Relationship between leadership styles and Staff Performance 

Leadership has one of the most dynamic special effects on individual and 

organizational/workers interaction. The ability of administrators to 

execute team effort is dependent on leadership competence. The link 

between leadership style and worker’s performance has been discussed 

often. Most research showed that leadership style has a significant 

relationship with performance, and that varying leadership styles may 

have a positive or negative correlation with the staff performance, 

depending on the dimensions or measures used by researchers (Fu-Jin et 

al., 2010).  

Fu-Jin et al. (2010) opine that when executives use their leadership style 

to establish concern, care and respect for staff, it would boast interest 

of employees in their work as well as assist them to put up better 

performance. Howell and Frost (1989) cited in Fu-Jin et al, 2010) posit 

that there is a positive relation between leadership style and 

organizational/worker’s performance. Various motives indicate that 

there should be a nexus between leadership style and workers’ 

performance.  

Studies have suggested that effective leadership behaviours can 

facilitate the improvement of performance when organizations face 

these new challenges (McGrath and MacMillan, 2000).  
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Understanding the effects of leadership on performance is also 

important because leadership is viewed by some researchers as one of 

the key driving forces for improving a firm’s performance. Effective 

leadership is seen as a potent source of management development and 

sustained competitive advantage for performance improvement (Rowe, 

2001). Visionary leaders create a strategic vision of some future state, 

communicate that vision through framing and use of metaphor, model 

the vision by acting consistently, and build commitment towards the 

vision (McShane and Von Glinow, 2000). Some scholars like Zhu et al. 

(2005), suggest that visionary leadership will result in high levels of 

cohesion, commitment, trust, motivation, and hence performance.  

In general, however, the effects of leadership on staff aperformance 

have not been well studied, according to House and Aditya’s review 

(1997), who criticised leadership studies for focusing excessively on 

superior-subordinate relationships to the exclusion of several other 

functions that leaders perform, and to the exclusion of organizational 

and environmental variables that are crucial to mediate the leadership-

performance relationship. 

It is on the bases of this arguments that the study hypothesized the 

following  

HO1: There is no significant relationship between the style of leadership 

and efficiency in selected MDAs in Bauchi State. 

HO2: There is no significant relationship between leadership style and 

timeliness in selected MDAs in Bauchi State 

 

Methodology  
The study adopted the cross-sectional survey method in the generation 
of data. The target population of the study was the staff of the Bauchi 
Zonal Education II (1702), and Bauchi State Urban Development Board 
(215). A total of 1917 workers were obtained from the Human Resources 
Department of the MDAs which represent the sample frame. The sample 
size was obtained using the Krejcie and Morgan (1970) table for 
determining minimum returned sample size for a given population. For 
our population, the table placed our sample size at three hundred and 
fourteen (314). The sample size therefore is 314 and was used for the 
study. The sampling procedure to be used in this study is the purposive 
sampling technique which focused on managers and supervisors. 
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Descriptive statistics and Spearman’s rank correlation were used for data 
analysis and hypothesis testing with the aid of the SPSS Package version 
23. 
 
Table 1. Reliability statistics for the instruments 

S/No Dimensions/Measures of 
the study variable 

Number 
of items 

Number 
of cases 

Cronbach’s 
Alpha 

1 Leadership Styles  4 298 0.884 
2 Efficiency 4 298 0.796 
3 Timeliness 4 298         0.726 

Source: Research Data, 2021 

 

Results and Discussions 
Bivariate Analysis  
The secondary data analysis was carried out using the Spearman rank 
order correlation tool at a 95% confidence interval. Specifically, the tests 
cover hypotheses Ho1 and Ho2 which were bivariate and all stated in the 
null form. We have relied on the Spearman Rank (rho) statistic to 
undertake the analysis. The 0.05 significance level is adopted as criterion 
for the probability of either accepting the null hypotheses at (p>0.05) or 
rejecting the null hypotheses at (p<0.05). 
We shall commence by first presenting a proof of existing relationships. 

 
Figure 1: Scatter plot relationship between leadership Styles and 

Employee Performance  
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The scatter plot graph shows at R2 linear value of (0.934) depicting a very 

strong viable and positive relationship between the two constructs. The 

implication is that an implementation of the right leadership style, 

simultaneously brings about an increase in the level of performance 

among employees. The scatter diagram has provided vivid evaluation of 

the closeness of the relationship among the pairs of variables through 

the nature of their concentration. 

 

Table 2: Correlation Matrix between Leadership Styles and Employee 

Performance 

 

Leadership 

Styles Efficiency Timeliness 

Spearman's 

rho 

Leadership 

Styles 

Correlation 

Coefficient 
1.000 .845** .788** 

Sig. (2-

tailed) 
. .000 .000 

N 169 169 169 

Efficiency Correlation 

Coefficient 
.845** 1.000 .578** 

Sig. (2-

tailed) 
.000 . .000 

N 169 169 169 

Timeliness Correlation 

Coefficient 
.788** .578** 1.000 

Sig. (2-

tailed) 
.000 .000 . 

N 169 169 169 

**. Correlation is significant at the 0.01 level (2-tailed). 

The table above illustrates the test for the three previously postulated 

bivariate hypothetical statements.  

 

HO1: There is no significant relationship between the style of 

leadership and efficiency in selected MDAs in Bauchi State. 

 The correlation coefficient (r) shows that there is a significant and 

positive relationship between leadership and efficiency. The rho 
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value 0.845 indicates this relationship and it is significant at p 

0.000<0.05.  The correlation coefficient represents a high 

correlation indicating a strong relationship. Therefore, based on 

empirical findings the null hypothesis earlier stated is hereby 

rejected and the alternate upheld. Thus, there is a significant 

relationship between leadership and efficiency in selected MDAs in 

Bauchi State.  

 

HO2: There is no significant relationship between leadership style and 

timeliness in selected MDAs in Bauchi State. 

The correlation coefficient (r) shows that there is a significant and 

positive relationship between leadership style and timeliness. The rho 

value 0.788 indicates this relationship and it is significant at p 

0.000<0.05.  The correlation coefficient represents a high correlation 

indicating a strong relationship. Therefore, based on empirical findings 

the null hypothesis earlier stated is hereby rejected and the alternate 

upheld. Thus, there is a significant relationship between leadership style 

and timeliness in selected MDAs in Bauchi State. 

 

Discussion of Findings 
The findings revealed a strong and positive significant relationship 
between leadership styles and employee performance using the 
Spearman’s rank order correlation tool and at a 95% confidence interval. 
The findings of this study confirmed that leadership styles had a 
significant positive relationship with employee performance (efficiency 
and timeliness). This finding however supports the views of Hurduzeu 
(2015) which showed that there was a strong impact of leadership 
behaviors on performance. The leadership behaviors were found out to 
be very important key factors for the growth of the companies in the 
service sectors. Leng (2014) found out that there was a significant 
relationship between the leadership styles and employee productivity, 
which means there was a significant impact of leadership styles towards 
the employee productivity in the retail industry. Kerario (2013) findings 
indicated that there was a positive relationship between transactional 
leadership and subordinate job satisfaction which intern yields 
performance.  
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Bushra (2011) found out that the relationship between employees' 
performance with democratic style was statistically significant. It 
concluded that if the leader involves the employees in decision making 
process, having friendly relationship with them and decrease their stress 
at work place, he can maximize their productivity. Mukui (2011) study 
indicated that transformational leadership in faith based non-
governmental organizations led to employee performance to some 
degree. Similarly, Rita (2010) results showed that transformational 
leadership positively influences employees’ perception of organizational 
reputation, not only directly but also indirectly, through empowering 
employees. Transactional leadership represented by contingent reward 
behavior has a significant negative direct effect on employees’ 
perception of organizational reputation. 
Fu-Jin et al. (2010) opine that when executives use their leadership style 
to demonstrate concern, care and respect for employees, it would 
increase interest of employees in their work and enable them to put up 
better performance, thereby affecting their job satisfaction positively. 
Howell and Frost (1989) cited in Fu-Jin et al, 2010) also confirm that there 
is a positive relation between leadership style and 
organizational/worker’s performance. 
 
Conclusions and Recommendations 
This study has shown that administrators who share a resilient aspiration 
for improved performance from the staff or workforce should do more 
to adopt an improved leadership style approach. The main aim of this 
paper was to evaluate the relationship between leadership styles on 
staff performance in selected MDAs in Bauchi state. Testing the 
hypothesis, the research establish that was a significant relationship 
between leadership style and staff performance in these MDAs 
specifically, the study also found out there was significant relationship 
between leadership style adopted by the administrators in these MDAs  
and the efficiency as well as timely delivery of service.  
Based on the above conclusion, the study recommended that  

i. Administrators should establish an enabling environment that 
would engender efficiency in performance. If needs be, 
administrators should make expectations clear and offer rewards 
when necessary to get the employees to perform very well. 

ii. Supervisors should act as guides to the subordinates and help 
develop their skills to boost their confidence and timeliness of 
service delivery by extension. 
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