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Introduction 
rganization exists in order to achieve some goals in 

the society and for the organization to be able to 

achieve these goals, the organization needs leaders 

that can be able to put these materials and human resources 

effectively and efficiently to achieve its goals. 
Leaders are meant to help organization, to achieve its 

objectives or goals by coordinating. In a way if the subordinates 

see their leaders as a bad leader it can affect performance in the 

organization, that is, when subordinate see their leaders in a 

bad light. But if they see their leaders as a good leader then 

employees can also improve in their performance. That is, it 

sees their leaders in a good perception, so leaders should have 

good perception for workers in the organization. 

This project is about leadership in organization. The primary 

focus is managerial leadership as opposed to parliamentary 

leadership, leadership in a peer group. The research presents a 

broad survey of theory and research on leadership in formal 

organization. The topic of leadership effectiveness is of special 

interest because it can help organization to achieve its 

objectives. 

A 

O 

ABSTRACT  
This study examines 

the impact of 

leadership style on 

employee 

performance. It is 

the view of the 

research that 

leadership style 

plays an important 

role in the behavior 

of an employee in 

the organization. 

Questionnaires and 

interview method 

were used to collect 

data. The secondary 

source, which 

entails the use of 

published materials 

were also used for 

data collection. The 

simple random 

sampling was used 

to select the 

respondents for the 

study while the chi-

square method was 

used to test the  
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It has already been pointed out, leadership is important in the attainment of 

organizational objectives. This is because it is the leader that are coordinating the 

activities of people in the organization and ensuring that the purpose of the organization 

is achieved. The way subordinate sees their leaders can affect their performance in 

organization. Thus, when the subordinate see their leaders in bad light such perception 

will affect their performance accordingly. It is in view of this that the study wants to look 

at the impact of leadership style on employees using PHCN as a case study. 

 

STATEMENT OF THE PROBLEM 

Leadership is an essential phenomenon in any organization. Leaders are meant to help 

the organization to achieve its objectives by coordinating people and resources. 

Organization exists in order to achieve some goals in the society and for the organization 

to be able to achieve its goals, resources (both human and materials) are needed. 

These human and material resources can be used optimally when they are properly 

coordinated and controlled. Leader is very essential in an organization. This is because the 

employees or subordinates perception of the leaders can affect their utilization of the 

resource in the attainment of the organizational goals. 

Thus, if the subordinate is satisfied with their leaders, they will perform optimally in the 

utilization of the organization resources. On the other hand, if the subordinates are not 

satisfied with their leader in the organization, such dissatisfaction affects their 

performance negatively. It is in view of this that the study wants to look at the impact of 

leadership style on employees performance by using Power Holding Company of Nigeria 

(PHCN) Plc, Auchi District as a case study. 

1. Does satisfaction with boss leadership style motivates employees to 
performance? 

2. Does leadership style guard towards meeting needs of employees motivate their 
performance? 

3. Does employees perception of the leaders’ fairness in dealing motivate them to 
performance? 

4. Does employees’ perception of the value of their boss places on their job motivate 
them to performance? 

5. Does participative leadership motivate the employees to performance? 
 

OBJECTIVES OF THE STUDY   

This hope to achieve the following objective  

validity or otherwise of the hypothesis so formulated. Based on this, conclusion and 

recommendations were made by the researchers. 
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1. To ascertain whether a particular style of leadership motivate workers to 

perform. 

2. To look at the concept of leadership as an importance phenomenon in the 

organization. 

3. To look at the leadership between the leaders and the employees. 

4. To enhance the understanding of leadership as an important phenomenon in 

the organization. 

 

HYPOTHESIS FORMULATION  

To understand better, this study definition of hypothesis is essential.  

An hypothesis is a tentative statement which could provide right or wrong through the 

statistical testing (Igbinosun, 2008:24). 

 

HYPOTHESIS I 

Ho: Employee satisfaction with his boss leadership style will motivate him to performance. 

Hi: Employee satisfaction with his boss leadership style will not motivate him to 

performance. 

 

HYPOTHESIS II 

Ho: Leadership style geared towards the needs of the employee will motivate them to 

performance. 

Hi: Leadership style geared towards the needs of the employee will not motivate them to 

performance. 

 

DEFINITION OF TERMS  

The following definitions of terms are defined as they are used in the study. 

LEADERSHIP: This is the act of including people to do what one wants them to do. 

ORGANIZATION: This is the structural process in which people interact for objectives  

MANAGEMENT: This simply means the act of getting things done through people, hence 

management may be defined as a social process of planning, coordinating, directing, 

supervising, communicating, staffing and controlling of all resources in order to achieve 

organizational objectives. 

EMPLOYEES GOAL: This is the desire or objective which the employees strive to attain. 

ORGANIZATION GOAL: This is the benefit which the employees get for the contribution 

towards attainment of the organizational goals. 
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Section Two 

LITERATURE REVIEW  

DEFINITION OF LEADERSHIP 

The term leadership means different things to different people. As is often the case when 

a word from the common vocabulary is incorporated into the technical vocabulary of a 

scientific discipline, leadership has not be precisely redefined and it still carries extraneous 

connotation that create ambiguity of meaning (Janda, 1960). 

Researchers usually define leadership according to their individual perspective and aspect 
of the phenomenon of most interest to them, leadership has been defined in term of 
individual trait, behavior influence over the people, interactions, patterns, role 
relationships, occupation of an administrative positive and perception of other regarding 
legitimacy of influence. Some representative definitions are as follows. 
Leadership is the behavior of an individual when he is directing the activities of a group 
towards a shared goal (Itemphild and Coons, 1957:7). 
Leadership can be defined as a dynamic process in a group whereby no individual 
influences the others to contribute voluntarily to the achievement of group task in a given 
situation (Okoh, 1999). 
Leadership is the ability to influence a group towards the achievement of goals. The 
source of this influence may be formal such as, that provided by the possession of 
management work in the organization (Robbins, 1998:347).      
According to Koontz and Weihrich, (2005) leadership is defined as influence that is the act 
or process of influencing people that they will strive willingly and enthusiastically towards 
the achievement of group goals.   
Leadership is the initiation and maintenance of structure in exportation and interaction 
(Stoadill, 1974). 
Leadership is interpersonal influence exercise in situation and direction through the 
communication process towards the attainment of specified goal(s) (Tannebum, Weisher 
and Massari, 1981). 
Leadership is an influence process whereby O’s action changes O’s behavior and P’s view 
the influence attempt as being legitimate change as change has being consisted with P’s 
goals (Kochan, Sacmid and Decotics, 1975). 
 
SOURCES OF LEADERSHIP POWER  
The source of leadership power as identified by French and Raven (1996) are: reward, 
coercive, legitimate, reference and expert. 
 

REWARD POWER  

This source of power depends on the leader having the ability and resources to reward 

others. Leaders has many potential rewards such as pay increase, promotion favourable 

work assignment more responsibility, new equipment, feedback and recognition 

available to them. This means that the leader has the power to administer reformer. In 
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expectancy, it means that leaders has the power to provide positive valences and that the 

other perceives ability. To understand this source of power more completely, it must be 

remembered that the recipient holds the key. If leader offer subordinates what they think 

is a reward (for example, a promotion increased responsibilities) but subordinate do not 

value it (for example, if they feel insecure or have family obligations they are more 

important to them than a promotion) then leaders do not really have reward power. With 

the same token, leaders may not think they are giving reward to subordinates, they 

perceive this as rewarding the leader, nevertheless, have reward power. 

 

COERCIVE POWER  

The source of power depends on fear, the person with coercive power has the ability to 

inflict punishment or aversive consequences of the other persons or at least to make 

threats that the other person believes will result in punishment or undersirable outcomes. 

This form of power has contributed greatly to the negative connotation that power has 

for the layperson. As Kipnis (1972) has aptly pointed out, of all the base of power available 

to name, ht power to hurt others is possible often used, most often condoned and most 

difficult to control.      

Coercive power is most commonly through terms of physical or perhaps the use of 

weapon, it can also mean subtle forms. Kipnis (1972) point out that individual exercise 

coercive power through reliance upon physical strength, verbal facility or the ability to 

grant or withhold emotional support from others. This base provide the individual with 

the means to physical harm. Bully humiliates or damy love to others. In an organizational 

context, leaders frequently coercive power is that they fire or demote subordinate or 

dock their pay, although union have certainly stripped some of this power away over the 

years. 

Management can directly or indirectly threaten their employees with these punishing 

consequences. In expectancy terms this means that power come from the expectation 

on the part of other persons desire. For example, there is fear of punishment if they do 

not follow the rules, direction or policies of the organization. It is probably this fear that 

gets most people to come to work on time and look busy when the boss through the 

areas. 

 

LEGITIMATE POWER  

This source of power as identified by French and Raven, stems from the internalized 

values of the other person which gives them legitimate right to the agent to influence 

them, it is almost identical to what is usually called authority and it closely aligned with 

both reward and coercive power because the person with legitimacy is also in position to 

reward and punish. Legitimate can come from three major sources.  
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Firstly, the prevailing cultural values of a society, organization or group determine what is 

legitimate, for example in some societies, the older people become the more legitimate 

power they possess. In some way may be true for certain physical attributes, sex or 

vocation. In an organization context leaders generally have legitimate power because 

employees believe in the value of private property law and in hierarchy where higher 

positions have been designed to have power over lower positions. For example, the 

engineers have legitimacy on financial matters. 

Secondly, people can obtain legitimate power from the accepted social structures. In 

some societies, there is an accepted social structure that gives legitimate power. For 

example, when blue-collar workers accept employment from a company that are in effect 

accepting the hierarchical structure and granting legitimate power to their supervisors. 

Thirdly, legitimate power can come from being designated as the agent or representative 

of a powerful person or group. Elected officials, a chairperson of a committee and 

members of the board of directors of a corporation or a union or management committee 

would be example of this form of legitimate power. 

 

REFERENT POWER 

This type of power comes from the desire on the part of the other person of identity with 

the agent wielding power. They want to identify with power persons, regardless of the 

outcomes the orders grant the person the power because he/she is attractive and has 

desirable resources or personal characteristics. Advertisers takes advantage of this type 

of power when they use electrifies such as movie stars figure to do testimonial 

advections. The buying public identify with certain famous people and grants them power 

to all of them, power to tell them what to buy timing in an interesting type of referent 

power, only professional athletes who are in season are used on advertisement because 

they are very visible and are in forefront of the publishers awareness and consequently 

they have referent power. 

In an organizational setting, referent power is much different from the other types of 

power, for example, leaders with referent must be attractive to subordinates so that 

subordinate will want to identify their self with them whether the leaders will later have 

the ability to reward or punish or whether they have legitimacy. In other words, the leader 

who depends on referent power must be personally attractive to subordinate. 

 

EXPERT POWER  

The last source of power identified by French and Raven is based on the extent to which 

others attribute knowledge and expertise to the power seen understanding only in 

certain well defined areas. All other sources of power depends on the target’s perceptions 

by expert power may be even more dependent on this than the other. The target must 
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perceive the agent to be credible, trustworthy and relative before expert power is 

granted. The person must really know what he or she is talking about and be able to show 

tangible evidence of the knowledge for example, if a highly successful football coach 

gives a young player some advice on show, to do a new blocks, he will be closely listened 

to, so he will be granted that expert power because the coach is knowledgeable about 

the football. Credibility is also important to expert power in area such as foreign affairs 

and the conduct of a business. 

Expert power is highly selective and besides credibility, the agent must also have 

trustworthiness or and relevance. By trustworthiness, it means that the person seeking 

expert power must have a reputation for being honest and straightforward. Leaders, who 

seldom have the other sources of power available to them, often have to depend upon 

their expertise as their only source of power. 

 

QUALITIES OF A GOOD LEADER  

The qualities of a good leader are that leader accept the influence of subordinate per-

action and motivate, satisfaction and performance. Some of the qualities are discussed 

below: 

a. Recognizing subordinate needs for outcomes over which the leader has some 
control 

b. Increasing personal payoff for subordinates for good work attainment  
c. Making the path of those payoffs easier to travel by coaching and directing 
d. Helping subordinates clarify expectancies  
e. Reducing frustrating barriers 
f. Increasing contingent on effective performance  
g. The leader should enhance group cohesiveness, cooperation of members, 

member’s motivation, problem solving decision making and resolution of conflict 
among members 

h. Leaders should build the self confidences of followers, improve the quality of 
work life, increase their skills and contribution to their psychological growth and 
developments and providing securities for workers 

i. The leaders should maintain his leadership position, influencing followers 
accomplishing group objectives  

j. A good leader contributes to the efficiency of role specialization, the organization 
activities, the accumulation of resources and the readiness of the group to deal 
with change and crisis.   

 

In other words, by doing the above, the leaders attempt to make the path of subordinates 

goal as smooth and possible. But to accomplish the path goals facilitation, the leader must 

use appropriate style contingent on the situational variables. 

 



 

TIMBOU-AFRICA ACADEMIC PUBLICATIONS 
MAY, 2022 EDITIONS, INTERNATIONAL JOURNAL OF: 

 

TIJFRMS 
 

FINANCIAL RESEARCH & MGT. SCIENCE VOL.9 

238 
ISSN: 2773-1040 

THEORIES OF LEADERSHIP   

The theories of leadership are based on the different traits and behavior which are 

important to leaders in different situation. This discovery fostered a situational approach 

to leadership. One variation of the situational approach has been concerned with 

identifying aspects of the situation that determine what traits, skills and behaviours are 

required for a leader to be effective in a given situation. Aspect of the situation enhance 

or nullify the influence of leaders trait of behavior are called moderator variables. 

There are several districts theoretical bases for leadership. At first, leaders were felt to be 

born, not made. This is called “GREAT MAN” theory of leadership implied that some 

individual are born with certain traits or taints configuration that allow them to emerge 

out of any situation or period of history to become leader. This evolved into what is now 

known as the trait theory of leadership. The trait approach is concerned mainly, which is 

identifying the personality traits of the leaders. Dissatisfied with this approach, and 

stimulated by research such as the Ohio State Studies and Michigan Studies, researchers 

switched their emphasis from the individual leader to the group being led. In the group 

approach, leadership is viewed more in terms of the leaders behavior and how such 

behavior affects and is affect4ed by the group of followers. This is known as behavioural 

theories of leadership. As point with the Ohio Studies and Michigan Studies. 

Ohio Studies group found two factors as the most important description of effective. 

These two dimensions are: the consideration and initiating structure (Szihagyi and 

Wallace, 1980). 

Consideration Structure: Leaders must show consideration to their subordinate. The good 

leader display friendly behavior which must suggest trust and respect. 

The consideration dimension of the Ohio Studies look at the human relations aspect of 

relationship. Consideration is concerned with such things like the leader being concerned 

with welfare of the employee, his interpersonal relationship or his friendliness towards 

his subordinates.        

Initiative Structures: This represent the set of behavior which the leader exhibits in 

organization work, defining relationships among various roles in the organization, 

facilitating communication and helping in getting the job done. The initiating structure 

dimension of the Ohio Studies is concerned with the role of leader in getting task done. 

The two dimension of the study were measured through the use of questionnaire. Two 

separate questionnaires were developed as follows: 

i. To measure the style of leadership as perceived by the leader himself  

ii. To measure the style of leadership as perceived by the subordinates 

 

Through this method, a leader style is as curtained. A lot of critics have been leveled 

against the Ohio Study. One of such critics was that questionnaire method does not 
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provide a true picture of a leader’s effectiveness. The measurement of initiative 

structures, consideration by the leaders and his subordinate were not found to be highly 

related. This is due to the fact that the leaders himself in most cases was different from 

the subordinates perception of him. Another major criticism of the Ohio Studies is that, it 

does not look at the impact of situation factors in the adoption of a particular leadership 

style. Michigan studies relate leaders behavior to work group effectiveness. The research 

in this group delineated two factors which they called employed orientation and 

production. 

Employee Orientation: This is referred to as the act of leaders behavior which he conveyed 

to his subordinates that they are important and that the relationship among people in the 

workplace. The thrust of the employee oriented is that people in the workplace need to 

be valued. 

Production Orientation: This look at the leaders behavior, concerned with getting the 

work done. Like the Ohio studies, the major shortcoming with the Ohio studies is the 

neglect of the situation as an important factor in the adoption of a leadership style that is 

Michigan studies did not consider how the behavior of a leader at one stage can be 

affected by the situation the leader found himself. 

 

SITUATIONAL THEORIES  

The situational theories of leadership are of the view that the adoption of a leadership is 

contingent on the situation the leader find himself. This is while the theories are also 

regarded as the contingent theories of leadership. Among the situational factors that can 

affect the effectiveness of the leaders are managerial characteristics, group factors and 

organizational characteristic. Some of the situational theories of leadership are Fred 

Fiedler, Robert House, Victor Vroom and Philip Yetton. 

 

VROOM-YETTON LEADERSHIP MODEL  

The Vroom and Yetton Model appears to be a promising development in leadership 

theory. It should be notified, however, that the rules and prescription of the model are 

based on the result of prior research. At ye, there has not been much new research to test 

the model in its entirely. In one study, leaders by Vroom and Jago (1978) result were 

generally supportive of the model. In the study, leaders or managers were asked to 

described of their past decision that was successful. By analyzing the conditions under 

which the decision were made, the problem type for each decision judged to be 

successful, 68 percent were made in accordance with the model, whereas only 22% of 

unsuccessful decisions were made in accordance with the model. 

Decision Participation: The importance of using decision procedures that are appropriate 

for the situation has been recognized for some time. Tannebaum and Schimdt (1985) 
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noted that a leaders choice of decision procedures reflect forces in the leaders forces in 

approaches but went further in specifying which decision procedures will be most 

effective in each of several specific decisions as decisions effectively. 

In some cases subordinates will be highly motivated to implement a decision regardless 

of wither they have any influence in making it. This can be when the leader has substantial 

personal and position power. However, there are many situations where subordinates will 

not accept on autocratic decision. For example, subordinates may resent not being 

consult, they may not understand the reason for their interest. Decision quality refers to 

the objective aspects of a decision that is affecting group performance. Apart from any 

effects mediated by subordinates acceptance of the decision, a high quality decision is 

where the best available alterative is chosen, for example, an efficient work procedure is 

selected instead of less efficient alternative. Decision quality is important when there is a 

great deal of variability among alternatives and the decision has important consequences 

from group performance. 

 

DECISION PROCEDURE 

Vroom and Yetton identified five decision procedures that can be used to make decisions 

involving some or all the leader’s immediate subordinate. These procedures include two 

variables of autocratic decision (Al and All) two variables of consultation (Cl and Cll) and 

joint decision making by leader and subordinate (GII) each of these decision procedures 

is defined as follows (Vroom and Yetton, 1973).   

Al: This is when you solve the problem or make the decision yourself using information 

available to you at that time. 

All: Here you obtain the necessary information from your subordinates and then you 

decide the solution to the problem yourself, you may or may not tell subordinate why the 

information collected from them. The role played by your subordinates in making decision 

is by providing available information rather than generating or evaluating alterative 

solution.  

Cl: This is where the leader shares their problems with the relevant subordinate 

individually getting their ideas and suggestion with bringing them together as a group. 

then you make decision which may or may not reflect your subordinates influence. 

Cll: Here problems are shared with subordinates as a group, obtaining their collective idea 

and suggestion, then you make the decision which may or may not reflect your 

subordinates influence. 

Gll: You share the problem with your subordinate as a group, together, you generate and 

evaluate alterative and attempt to reach agreement on a situation, you do not try to 

influence the group to adopt your solution and you are willing to accept and implement 

any solution which has the support of the entire group. 
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Rules to Project: The quality of the Decision 

1. The Leader Information Rule: If the quality of the decision is important and the 

leader does not process enough information or expertise to solve the problem for 

himself, then Al eliminated from the feasible set. 

2. The Goal Congruence Rule: In the quality of the decision is important and 

subordinates are not likely to pursue the organizations’ goal. In their effort to 

solve the problem, the Gll eliminate from the feasible set. 

3. The Unstructured Problem Rule: In decision in which the quality of the decision is 

important, if the leader lacks the necessary information or expertise to solve the 

problem for interaction among subordinates likely to possess relevant 

information. According Al, All and Cl are eliminated from the feasible set. 

 

Rules to Project the Acceptance of the Decision      

1. The Acceptance Rule: It is acceptance of the decision by subordinates is critical to 

effect implementation and if it is not certain that an automatic decision will be 

accepted. Al and All are eliminated from the feasible set. 

2. Conflict Rule: If the acceptance of the decision is critical and autocratic decision is 

not certain to be accepted and disagreement among subordinates in method of 

attaining organizational goals is likely the method used in solving the problem 

which will enable these in disagreement to solve their differences with full 

knowledge of the problem. Accordingly, under these conditions, Al, All and Cl 

which permit no interaction among subordinates and therefore provide no 

opportunity for those in conflict to resolve their differences and eliminated from 

the feasible set. 

3. The Fairness Rule: If quality of the decision is important but acceptance of the 

decisions is critical and not certain to result from an autocratic decision, it is 

important that the decision process used should permit the subordinate to 

interact with one another and negotiate over the fair method of resolving any 

differences with full responsibility on them for determining what is fair and 

equitable. Accordingly, under these circumstances, Al, All and Cl and Cll are 

eliminated from these feasible set. 

4. The Acceptance Priority Rule: If acceptance is critical, not certain to result from an 

autocratic decision and if subordinates are motivated to pursue the organizational 

goals represented in the problem, the method that provide the equal partnership 

in the decision making process can provide greater acceptance without risking 

decision quality. Accordingly, Al and All, Cl and Cll are eliminated from the feasible 

set. 
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STYLE OF LEADERSHIP   

One popular approach to identifying leadership style of practicing leaders (managers) is 

Robert R. Black and James S. Mouton’s managerial grid, it shows that the two dimension 

of the grid are on armed for people along the vertical axis and concern for production. 

 

Fig. 2.1 Managerial Grid Leadership Style  

1.9 

 

 

 

 

 

 

1.1 

1   2     3        4         5        6   7  8    9 
Source: Organization Behaviour by Imafidon, 2009 

 

Those two dimensions (vertical and horizontal) are of course equivalent to consideration 

and initiating structure functions identified by Ohio state studies and the employee 

centered and production centre styles used in the Michigan studies. 

The five basic style identified in the grid represent varying combination of concern for 

people and production. The 1.1 manager has a minimum concern for people and 

production, this style is sometimes called the improverished style. The opposite is 9.9 

manager (leader) this individual as maximum concern for both people and production. 

The implication is that 9.9 is the best style or leadership and Black and Mouton (1978) 

stated in unequivalent term contends that the best form of leadership style is the 9.9 type 

of style include what is regarded as team builder. Black and Mouton (1978) provide 

empirical evidence that their interactive notion of leadership style has note predictive 

validity than additive situation approaches. The 5.5 manager in the middle of the reader 

1.9        9.9 

Country club               (Team) 

(Mgt)                (Mgt) 

 

 

 

 

 

    5.5 
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and the other two styles represent the extreme concern for the people. Using the 

formulation of Black and Mouton’s style, on the basis of effectiveness, that is which style 

of leadership are effective and which style are ineffective depending on the situation.  

 

EFFECTIVE STYLES  

1. Executives: This style give a great deal of concern both tasks and relationship. A 

leader using this styles is a good motivator set, high standards, recognizes 

individual differences and utilizes the team management. 

2. Developer: This style gives maximum concern to relationship and minimum 

concern to task. A leader using this style has implicit trust in people and is 

concerned mainly with developing them as individual. 

3. Benevolent Autocrat: This styles gives maximum concern to task and minimum 

concern to relationship. A leader using this style knows exactly. 

4. Bureaucrat: This style gives minimum concern to both task and relationship. A 

leader using this style is interested mainly in the rules, wants to maintain and 

control the situation by the use of rules and seen as conditions. 

5. Instrumental: This is the planning, organizing, controlling and coordinating of 

subordinates activities by the leader, it is similar by the traditional dimension of 

initiating structure in that the under emphasis is on testing the subordinates know 

what is expected of them and showing the path to take to get what they want to 

get. 

6. Supportive: This includes giving the support, consideration to the needs of the 

subordinates, display concern for their well being and welfare and creating a 

friendly and pleasant environment. 

7. Participative: This is characterizing by the sharing of information and an emphasis 

on consultation with subordinates and use of their ideas and suggestions in 

reading group related decision. 

8. Achievement Oriented: This is characterized by setting challenging goals, 

expecting subordinates to perform at the highest level and continually seeking 

improvement in performance. The leader wants good performance but at the 

same time display confidence in the ability of his or her subordinates to do a good 

job. 

 

INEFFECTIVE STYLE 

This style gives a great deal 

1. Compromiser: It is concern to both task and relationship in a situation that requires 

emphasis on only one or one either. This style of leader is a poor decision maker; he 

or she is too much affected by pressure.  
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2. Missionary: This style gives maximum concern to people and relationship and 

minimum concern to task in a situation in which it is inappropriate. This leader is 

typically the “do good” who values harmony as an end in itself. 

3. Autocratic: This style gives maximum concern to tasks and minimum concern to 

relationship to situation in which such behaviour is inappropriate. This leader has no 

confidence in others, is unpleasant and is interested only in the immediate job. 

4. Deserted: This gives minimum concern to tasks and relationship in a situation where 

such behaviour is inappropriate. This leader is uninvolved and passive.  

 

It has become a popular technique that leaders use training programmes and executive 

development seminars to help themselves, make self diagnosis of their strength and 

weakness and leaders should have adaptive style that leads to effectiveness.   

 

EFFECTS OF LEADERSHIP ON WORKERS PERFORMANCE  

The most commonly used measure of leader effectiveness is the extent to which the 

leaders group or organization performs its tasks successfully and attains its goals. in some 

cases objective measure of performance or goal attainment are available, such profit 

growth, profit margin, sales increase, market shares, sales relative to targeted sales, 

return to investment, productivity, cost per unit of output, cost in relation to budgeted 

expenditures and so on. In order cases, subjective evaluations of performance are used 

including rating of the leaders effectiveness and rating of the groups success in carrying 

out its measures. 

The ratings are usually by the leaders superiors, peers or subordinates. The attitude of 

their followers, towards their leaders are common indicator of leaders effectiveness. 

Howe do the leaders satisfy their needs and exceptional? Do followers life lump? Respect 

him? Admire him? Are followers strongly committed to carry out the leader’s request or 

will they resist, ignore or subvert his request, followers attitude are usually measured with 

questionnaire or interviews. Various objective measures of behaviour such as 

absenteeism, voluntary turnover, grievances, complaints to higher management, request 

for transfer, slowdowns, wild-cast strikes and incidents of deliberation of follower 

dissatisfaction and hostility towards their leaders contribution to the quality of group 

process, a perceived by followers or by outside leaders contribution to the quality of 

group process, as perceived by followers or by outside observers. Does leader enhance 

the group cohesiveness member cooperation, member motivation, problem solving, 

decision making and resolution of conflict among member? Does the leader contribute to 

the efficiency of role specialization, the organization activities, the assumption of 

resources and the madness of the group to deal with change and crisis? 
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Does the leader improve the quality of life, build the self confidence of followers, increase 

their skills and contribute to the psychological growth and development? The selection of 

appropriate criteria of leaders effectiveness depends on the objectives and values of the 

person making the evaluation. A leader supervisor is likely to prefer different criteria than 

the leader subordinates. Where there are many alternative measures of effectiveness, it 

is usually an arbitrary decision as to which is most relevant. The different criteria are often 

uncorrelated. For example, growth in output is sometimes achieved at the cost of 

reduced efficiency and low profits. Trade off can occur when even within the same 

criterion at different point of time. For example, profit may be increased in the short run 

by neglecting activities that have a delayed effect on profit such as maintained of 

equipment, research and development of employee, in the long run, the net effect of 

cutting essential activities is likely to be lower profits.       

 

SECTION THREE 

RESEARCH METHODOLOGY 

SOURCES OF DATA COLLECTION  

The data of this study were collected through sources, namely the primary sources and 

secondary sources. 

Primary Sources: The primary sources of data collection of this study are the questionnaire 

and the interview. 

Questionnaire: One of the major means of collecting data for the study was the 

questionnaire. The questionnaire contained relevant information that were needed for 

the study, there were twenty eight (28) items in the questionnaire and these items were 

means to gather certain information from the residents. Three hundred and fifty (350) 

questionnaires were distributed to the respondent out of which one hundred and sixty 

six (166) were returned to the researcher that is to say (47.4%) of the respondents return 

the questionnaire distributed to them while 52.6% of the respondents did not return the 

questionnaire. For the purpose of soliciting the respondent’s cooperation and ensure in 

that they answered the questionnaire, it was expressly stated in the opening letter to the 

question. 

Every information provided shall be treated strictly confidential and that such information 

shall only be used for academic purpose.  

Interview: Interview was also used for collection of data. The unstructured interview was 

used because it enable the researcher to generate information dictated by the situation 

he fluids himself. Thus those people who occupy certain position in the PHCN were 

interviewed. 

Secondary Sources: The secondary of data collection for this study entailed the use of 

published materials like textbooks, articles in journals and articles in magazines. The 
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secondary data provide the researcher with the background information needed for the 

research. The populations of this research are the workers in PHCN Plc, Auchi District, 

Auchi. That is, the various categories of workers in the PHCN Plc, Auchi District. 

In this study, the simple random sampling method was used to select the respondent. The 

research used the simple random sampling method because it will enable the workers in 

the organization to have equal chance of being included in the study thus the respondent 

included in this research was randomly from the workers in PHCN. In analyzing the data 

for this study, chi-square method will be used because it will enable the researcher to 

know the relationship between the variables tasted while simple percentage will enable 

the researcher to know relative importance of the various items used for analysis.   

 

SECTION FOUR  

PRESENTATION AND ANALYSIS OF DATA  

ANALYSIS OF THE RESPONDENT  

In analyzing the data for this study, it is important to know the socio-demographic 

features of the respondents. This will act as a procedure to the data analysis. It is because 

of this that such socio-demographic feature of the respondents like age, sex, marital 

status, level of education and training will be analyzed below. 

Table 4.1: Age Distribution of Respondents 

Age No of Respondent Percentage (%) 

15 – 24 years  6 3.61 

25 – 34 years  51 30.72 

35 – 44 years  58 34.94 

45 – 54 years  46 27.71 

55 – 64 years  5 3.01 

65 years above  - - 

Total 166 100 

 Source: Field Survey, 2012 

 

The table above shows the distribution of the respondents according to age. As can be 

seen from the table, the respondents between the ages of 35 – 44 constituted the 

majority of the respondents include in this study. This group constituted 34.94% of the 

respondents used in this study. Following this group are those between the ages of 25 – 

34 years and they represented 30.72% of the respondents included in this study, 27.71% of 

the respondents are between the ages of 45 – 54 years while 3.61% of the respondents are 

between the ages of 15 – 24 years and those in age category of 55 – 64 years represented 

3.10% of the respondents used in this study. 
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There was no representation for the respondents between the ages of 65 years and above 

and this may attribute to the retirement policy of PHCN Plc, Auchi District. This is because 

PHCN Plc Auchi retire people at the age of 60 years and the retirement policy must have 

accounted for the fewness of the respondents between the ages of 55 – 64 years and 

non-representation of the respondent between the ages of 65 years and above in the 

study. 

 

Table 4.2: Sex Distributions of Respondents  

Sex No of Respondent Percentage (%) 

Male  121 72.89 

Female  45 27.11 

Total 166 100 

 Source: Field Survey, 2012 

 

The table above shows the distribution of the respondent according to their sex. It can be 

seen from table that majority of the respondents included in this study are male. This male 

constituted 78.89% while females constituted 27.11% of the total respondent included in 

the study. This pattern of sex distribution may be an indication of the fact that there are 

more males than females in the organization. Hence, the predominance of females in the 

study. 

 

Table 4.3: Distribution of Respondent according to Marital Status      

Marital Status  No of Respondent Percentage (%) 

Married  132 79.52 

Divorced  - - 

Widow/widower  3 1.81 

Total 166 100 

 Source: Field Survey, 2012 
 

Table 4.3 shows the distribution of the respondent according to their marital status. As 

can be seen from the table, 79.52% of the respondent claimed that they are married while 

18.67% claimed that they are single. 1.81% claimed that they are widowed while none 

claimed that they are divorced. The distribution shows that there are more married 

people in the study. This pattern of marital distribution of the respondent is not surprising 

since it reflect the age distribution of the respondents included in this study. As can be 

seen from the age distribution of the respondent are between the ages of 25 years and 

above this pattern of age distribution must have accounted for the predominance of 

married people in the study. 
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Table 4.4: Distribution of respondents according to Educational Level 

Level of Education  No of Respondent Percentage (%) 

None 2 1.21 

Primary school 18 10.84 

Secondary school 41 24.69 

Teacher Training  7 4.22 

Polytechnic 50 30.12 

University  32 19.28 

Others  16 9364 

Total 166 100 

 Source: Field Survey, 2012 

 

The table above shows the distribution of the respondents according to educational 
variable. It can be seen from the table that 1.21% of the respondent have no formal western 
education. Those that have secondary school certificate represented 24.69% of the 
respondent used in this study, 4.22% of the respondent have teacher training college 
certificate while polytechnic graduates represent 30.12% of the total respondent included 
in the study. 9.64 of the respondent fall into other, those respondents that fell into other 
claimed that they attended schools like commercial schools, technical colleges, schools of 
nursing and have certificate that do not fall into any of the categories on education, hence 
they are termed others. 
 
Table 4.5: Distribution of the Respondent according to Training 

Place of Training  No of 
Respondent 

Percentage 
(%) 

Those who have received training from the 
organization.  

39 23.49 

Those who have not received training from the 
organization  

127 96.51 

Total 166 100 

 Source: Field Survey, 2012 
 
Table above shows the distribution of respondents according to training. 76.51% of the 
respondents have not received training from the organization while 23.49% of the 
respondents have received training from the organization.      
 
TEST OF HYPOTHESIS  
The analysis of the data in this study shall take the form of hypothesis testing. In testing 
the hypothesis of the study, chi-square will be used. This will enable the researcher to 
know the relationship between the variable that will be tested in the study. It is in view of 
this that the following hypothesis will be tested in the study.   
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i. Workers satisfaction with his boss leadership style will motivate him to 

performance  

ii. Leadership style guarded toward the need of the worker motivates they to 

performance 

iii. Workers perception of boss fairness in dealing with subordinate will motivate 

they to performance 

iv. Workers perception of the value of the leaders attached to job will motivate they 

to performance 

v. Leadership style that allows workers to participate in the decision affecting they 

will motivate them to performance. 

 

HYPOTHESIS I 

Ho: Workers satisfaction with boss leadership style will motivate them to performance.  

Hi: Workers satisfaction with boss leadership style will not motivate them to 

performance.  

 

Table 4.6: The Leadership between satisfaction with leadership style and workers 

performance  

Degree of Estimation  Yes  No  Total  

Satisfactory  96 11 107 

Fairly satisfactory  14 20 34 

Unsatisfactory  6 19 25 

Total 166 50 166 

 

 Formula for chi-square:  

𝑋2 =
∑(𝑂 − 𝐸)2

𝐸
 

X2 = (96 – 74.2)2 + (11 – 32.2)2 + (14 – 23.8)2 + (20 – 10.2)2 +  

     74.2         32.2    23.8               10.2 

(16 – 17.5)2 + (19 – 7.5)2 

      17.5         7.5 

X2 = 6 + 14 + 4 + 9.4 + 17.6 + 1.53  

X2  =  58.6  

Df  =  (C – 1) (R – 1) 

 = (3 – 1) (2 – 1)  

 = 2 

Level of significance  = 5% 

X2 table value   = 5.991 
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X2 calculated value  = 58.6 

Coefficient of contingency  

𝐶 = √
𝑋2

𝑋2 − 𝑁
 

√
58.6

58.6 + 166
   = 0.51 

Decision: Reject the null hypothesis and accept the alternative hypothesis. As can be seen 

from above, the chi-square calculated at 5% level of significance with degree of freedom 2 

is higher than chi-square table value chi-square calculated value 58.6 while the chi-square 

table value is 5.991. Since the chi-square calculated value is higher than the chi-square 

table value, the null hypothesis is rejected while the alternative hypothesis is accepted. 

 

HYPOTHESIS II  

Ho: Leadership style geared towards the needs of workers will motivate them to 

performance. 

Hi: Leadership style geared towards the needs of workers will not motivate them to 

performance.  

 

Table 4.7: Leadership Style geared towards the needs of the workers will not motivate him 

to performance.  

Degree of Estimation  Yes  No  Total  

Highly  94 13 107 

Fairly highly  16 21 34 

Lowly  8 14 22 

Total 118 48 166 

 

 Formula for chi-square:  

𝑋2 =
∑(𝑂 − 𝐸)2

𝐸
 

X2 = (94 – 76.1)2 + (13 – 30.9)2 + (21 – 10.7)2 + (8 – 15.6)2 +  

     76.1        30.9    10.7               15.6 

(14 – 6.4)2 

      6.4  

X2 = 4.2 + 10.4 + 4 + 10 + 3.7 + 9  

X2  =  41.3 

Df  =  (C – 1) (R – 1) 
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 = (3 – 1) (2 – 1)  

 = 2 

Level of significance  = 5% 

X2 table value   = 5.991 

X2 calculated value  = 41.3 

Coefficient of contingency  

𝐶 = √
𝑋2

𝑋2 − 𝑁
 

√
41.3

41.3 + 166
   = 0.45 

Decision: Reject the null hypothesis and accept the alternative hypothesis. As can be seen 

from the above, the chi-square calculated at 5% level of significance with the degree of 

freedom is 2, is higher than the chi-square table value. The chi-square calculated is 4.13 

while the chi-square table value is 5.991. 

Since the chi-square calculated value is higher than the chi-square table value, null 

hypothesis is rejected while the alternative hypothesis is accepted.  

 

HYPOTHESIS III  

Ho: Workers perception of their fairness in dealing with subordinate will motivate them 

to performance. 

Hi: Workers perception of their fairness in dealing with subordinate will not motivate 

them to performance. 

 

Table 4.8:The Relationship Perception of Fairness of Performance  

Degree of Estimation  Yes  No  Total  

Good  78 7 85 

Fairly good  16 24 40 

Very bad  11 30 41 

Total 105 61 166 

 

 Formula for chi-square:  

𝑋2 =
∑(𝑂 − 𝐸)2

𝐸
 

X2 = (78 – 54)2 + (17 – 31)2 + (24 – 15)2 + (11– 26)2 + (30 – 15)2 

     54                31       15                26               15  

X2 = 11 + 19 + 3.2 + 54 + 9 + 15  
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X2  =  62.6 

Df  =  (C – 1) (R – 1) 

 = (3 – 1) (2 – 1)  

 = 2 

Level of significance  = 5% 

X2 table value   = 5.991 

X2 calculated value  = 62.6 

Coefficient of contingency  

𝐶 = √
𝑋2

𝑋2 − 𝑁
 

√
62.6

62.6 + 166
   = 0.52 

Decision: Reject the null hypothesis and accept the alternative hypothesis. It can be seen 

from the above, the chi-square calculation at 5% level of significance with degree of 

freedom 2, is higher than chi-square table value. The chi-square table is 5.991. 

Since the chi-square calculated value is higher than the chi-square table value, the null 

hypothesis is rejected while the alternative hypothesis is accepted. 

 

DISCUSSION OF FINDINGS  

This study examines the relationship between leadership and workers performance. In 

this study, such independent variable like satisfaction with boss leadership style, 

perception of fairness participation in decision making, perception of the value of leaders 

attach to the workers job and leadership style geared towards meeting the workers need 

were tested in relation to performance of the workers. 

The relationship between satisfaction with leadership style and workers performance was 

positive. This is because the chi-square calculated value was higher than the chi-square 

table value. The relationship between satisfaction with leadership and workers 

performance was further validated by the coefficient of contingency. The coefficient of 

contingency of 0.51 shows that the satisfaction with leadership style of a boss can 

motivate workers to performance in the organization. The leadership style that is geared 

towards meeting the needs of the workers will motivate their performance; this is 

because such leadership style can provide the path to the workers to take in his meeting 

his needs in the organization. This finding has corroborated the postulation of house 

(1971) in his path goal theory of leadership. House in his theory contends that the leader 

should be instrumental to the employee by providing him with eh path to talk in order to 

actualize his needs in the organization. 
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Workers perception of the boss fairness in dealing with his subordinates can motivate 

them to performance. This view is corroborated by the coefficient by contingency of 0.52, 

which shows a strong posture of relationship between perceptions of fairness and 

motivate to performance. Thus, if workers perceive equity in the way the leader deal with 

their subordinate, such perception of equity will motivate them to performance in the 

organization. 

Closely associated with above is the fact that workers perception of the way his boss value 

his job in the organization can affect his performance in the organization values attach to 

worker job by the leaders can take the form of pay, praise and favourable, appraisal of the 

workers performance. 

Finally, the relationship between participation in decision and performance was negative 

in this study.    

 

SECTION  FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATION 

SUMMARY  

Based on the analysis of data and the discussion of finding, the finding of this study can 

be summarized below: 

a. There is a positive relationship between satisfaction with leadership style and 
performance.  

b. There is positive relationship between leadership style geared towards meeting 
the workers’ need and performance. 

c. There is a positive relationship between the leaders’ fairness in dealing with the 
subordinates and their performance.  

d. There is a positive relationship between workers perception of the value attached 
to his job, the leaders and their performance. 

e. There is a negative relationship between perception in decision and performance. 

 

CONCLUSION     

This study examines the impact of leadership on workers’ performance. It is the 

contention of this study that relationship is an important phenomenon in the 

organization. This is because it is the leader that helps the organization to achieve its 

objectives by coordinating people and other resources. The nature of the leadership 

process in the organization can affect the performance of the subordinates in the 

organization. This, if the subordinates performance is positive, on the other hand, if the 

subordinate perceive the leadership process in a negative term, such perception will 

affect the performance of the subordinates negatively. 

In this study, such independent variables like satisfaction with leadership style, leadership 

style geared towards meeting the needs of the subordinates, perception of equity on the 
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behavior if the leaders is dealing with subordinate and the value the leader attaches to 

job of the workers and found to be positively related to the performance of the 

subordinates in the organization. However, participation in the decision making was 

negative related to performance of the subordinates in the organization. 

 

RECOMMENDATIONS  

As a result of the findings of this study, the following recommendations are made: 

1. Leaders should ensure that their behavior is tailored to meet the needs of the 

subordinates in the organization. 

2. Leaders should have equity in their treatment of the subordinates under them. 

This is because the perception of equity of fairness of the leader can increase the 

confidence which the subordinates have on their leaders. 

3. Supervision and managers should be sent on course in human relations. Course in 

human relations can help to enhance the leadership skill of the supervisors and 

managers in the organization. 

4. Finally, supervisors and managers should be sent to course on help dynamics and 

team building, such courses can help the leader to deal with the subordinates 

working in group or working as a team. 
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