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Abstract

The study examined leadership styles and performance of service industry. A study of FCMB, Ecobank, Fidelity
in Calabar. The study employed primary sources of data. The study was conducted using primary data which
involves the use of questionnaire. The statistical method used for the validation of the research hypothesis
formulated was Pearson product moment correlation. Based on the analysis of the results, the findings revealed
that transformational leadership style, democratic leadership style, and laissez faire leadership style had a
significant relationship with organizational performance. The study recommended that management should
adopt the best leadership style to enhance effective performance. Finally, management of the organizations
should be encouraged of their performance by given them the necessary incentives.
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1. Introduction

According to Acker (2020), leaders need a new mist of complicities to properly shape their board and develop
their organization. According to Tolbert (2019), leaders need a new mix of competencies to properly shape their
board and develop their subordinates to meet 21% century challenges. Shifting cultures, rapidly changing
technology and other factors will require new patterns of leadership. The 21% century leader will need greater
awareness of diverse factors and new sets of competencies — characteristics that lead to success on the job — to
help them make relevant, correct and timely decisions in the leadership of change and leadership of people
(Williams, 2020). Previous researches have shown that successful interaction between leaders and their followers
is central to the overall functioning of a company (Eagly, 2019).

The interest in the influence of leadership styles on organization represent an alternative to the tradition of the
leaders as the center of attention and power as with the sun in the “solar system”. Although the qualities of
leaders are obviously important, especially in team work in particular, leaders need the skill to engage followers
in productive and satisfying mutual pursuits. However, this is a departure from personal way of seeing leader
qualities as possession rather than interpersonal links to others involved in shared activities. Because not all
leaders wish to be participative, understanding and overcoming such reluctance to involve followers become
pivotal. Not least as a source of resistance is the problem of shared responsibility and who will be accountable, it
is on this background that this research work aims to assess the extent to which leadership impact on
organizational performance.

1.1 Objectives of the Study
The specific objectives of this study were stated as follows:

a. To investigate the impact of transformational leadership style on organizational performance in service
Industry.
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b. To examine the impact of democratic leadership style on organizational performance in service Industry.
c. To ascertain the impact of laissez faire leadership style on organizational performance in service Industry.
2. Literature Review

Karau (2022) explains that the excellent leader not only inspires subordinate’s potential to enhance efficiency but
also meets their requirements in the process of achieving organizational goals. Agars (2015) defines leadership
as the individual behavior to guide a group to achieve the common target. Alison (2015) explains leadership as
use of leading strategy to offer inspiring motive and to enhance the staff potential for growth and development.
Several reasons indicate that there should be a relationship between leadership style and organizational
performance (Schmit, 2019). Studies have suggested that effective leadership behaviors can facilitate the
improvement of performance when organizations face these new challenges. Organizational performance refers
to ability of an enterprise to achieve such objectives as high profit, quality products, large market share, good
financial results, and survival at pre-determined time using relevant strategy for action (Sule, 2017).
Organization performance can also be used to view how an enterprise is doing in terms of level of profit, market
share, and product quality in relation to other enterprises in the same industry. Good governance, among other
things, must be participatory, transparent, and accountable, effective and equitable as well as promotes the rule
of law (Riman, Lebo, Obeten & Akpan, 2023).

2.1 Theoretical Framework
2.1.1 Empowerment Theory of Leadership

The empowerment theory of leadership simply is focused on a leadership style that inspires employees by
empowering them to take decisions and actions that affect the existence of the organization. The theory suggests
that leaders should aside other human approach seek to empower employees to take actions that will enhance
their growth and that of the organization. Empowerment theories inspire individuals to reach and acknowledge
their potential in life and society. The concept of leadership has been widely researched due to its relevance to
organizational survival which is why viewed leadership as a social tool required for the attainment of
organizational goals and objectives. This definition emphasized leadership to encompass the actions and attitude
of the leader with respect to its subordinates. Leadership is about inspiration that drives positive outcome. The
whole essence of leadership can be deduced to consist given others the opportunity to learn and grow and
ensuring the right attitude and building commitment to organizational goals and objectives. Leadership should
inspire creativity and development of inherent skills, thereby empowering employees towards future leadership
positions (Koeing & Eagly, 2014; Morris, 2018).

2.2 Empirical Review

Jekelle (2021) studied leadership styles dimension and organizational commitment. The independent variables
for the study were transformational, transactional, and laissez faire leadership style. Cross sectional survey
research design was used and 151 employees of a public sector agency in Abuja were surveyed. A structured
questionnaire with a five-point scale was used to elucidate the responses of the respondents while multiple
regression technique was deployed to analyze the data. The study found out that transformational, transactional,
and laissez faire leadership techniques were statistically significant on organizational commitment. The study
therefore recommends that organization should use continuous transformational leadership style practices to
sustain high employee commitment and organizational effectiveness. Also, organizations should apply a bit of
both transactional and laissez faire leadership styles from time to time depending about things at the workplace
as there is no leadership style that is one-size fit all but depends on situation at hand.

Choudhary et al. (2013) studied the impact of transformational and servant leadership on organizational
performance. The purpose of this study is to examine the impact of two comparative leadership styles on
organizational performance outcomes. The leadership styles undertaken is transformational and servant
leadership. A sample of 155 participants is taken from profit-oriented service sector of Pakistan. Data through
survey gathered on a five points Likert scale from organizations. AMOS and SPSS are used for statistical
analysis. The result shows that transformational leadership has more impact on organizational learning than
servant leadership. Furthermore, organizational learning enhances organizational performance. Managers and
leaders of corporate sector can get benefited from this study. Their main objective is to maximize the
profitability of organization thus, they can choose leadership style which polishes their abilities and helps them
to achieve profit maximization.

McCann et al (2014) researched on servant leadership, employee satisfaction, and organizational performance in
rural community hospitals. This study sought to determine the degree that leaders in community hospitals were
perceived as servant leaders and the level of employee satisfaction at these rural community hospitals. Two
hundred nineteen surveys were completed from 10 community hospitals. This research revealed that servant
leadership and employee satisfaction are strongly correlated. In addition, servant leadership has a significant
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correlation between intrinsic satisfaction and HCAHPS scores. Further research can be extended to additional
categories and geographic areas of the United States to determine how servant leadership, employee satisfaction,
and HCAHPS are related. Hospital administrators should examine the findings of this study for possible
implications to their leadership style and practice in determining how it may impact the organization they lead.

3. Methodology

This study employed survey research design. It was used to answer questions that have been raised to solve
problems posed or observed, to assess needs and set goals to determine whether or not specific objectives have
been met. It was also used to find fact by collecting the data directly from population or sample. This study
comprised of selected commercial banks (FCMB, Ecobank, Fidelity) in Calabar. The population of the staff is
ninety-three (93) using census sampling. The study employed primary sources of data. The study was conducted
using primary data which involves the use of questionnaire. The statistical method used for the validation of the
research hypothesis formulated was Pearson product moment correlation. A total of ninety-three copies of
questionnaire were distributed and a total of eighty-nine (89) was accurately filled and returned.

3.1 Test of Hypotheses

Hypothesis one:

Ho1: There is no significant relationship between transformational leadership and organizational performance.
Independent variable: Transformational leadership

Dependent variable: Performance

Test statistic: Pearson product moment correlation coefficient

The analysis showed a correlation coefficient of 0.572 indicating the existence of strong positive correlation
relationship between transformational leadership and organizational performance. The results are based on
Pearson correlation coefficients, significance levels (2-tailed), sum of squares and cross-products, covariance,
and the number of observations (N). The Pearson correlation coefficient between transformational leadership and
organizational performance is .572, which indicates a strong positive correlation between the two variables. The
sum of squares and cross-products and the covariance values provide additional information about the
relationship between the variables. The test was significant at 0.01 significant level and led to the rejection of the
null hypothesis which states that there is no significant relationship between transformational leadership and
organizational performance. Consequently, the alternative hypothesis was accepted and concluded that there is a
strong positive correlation relationship between transformational leadership and organizational performance.

Table 1. Correlation result of relationship between transformational leadership and organizational performance

TL Perf
Pearson correlation 1 572"
Sig. (2-tailed) .000
TL Sum of squares and cross-products 138.58 171.21
Covariance .250 .236
N 89 89
Pearson correlation 572 1
Sig. (2-tailed) .000
Perf Sum of squares and cross-products 176.41 622.44
Covariance .336 151
N 89 89

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

Source: SPSS analysis by Researcher, 2024

Summary of Pearson Product Moment Correlation Analysis of the relationship between transformational
leadership and organizational performance. n= 89.

Variables >X y X2 >XY r-cal p-value
N Y YY?
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TL(X) 89 5656 119646
103027 572**
.000
Perf (Y) 89 4890 89456
*Significant at p<.05, df = 87.

Hypothesis two:

Hoo: There is no significant relationship between democratic leadership style and organizational performance.
Independent variable: Democratic leadership style

Dependent variable: Performance

Test statistic: Pearson product moment correlation coefficient

1) The analysis showed a correlation coefficient of 0.545 indicating the existence of strong positive relationship
between democratic leadership style and organizational performance. The results are based on Pearson
correlation coefficients, significance levels (2-tailed), sum of squares and cross-products, covariance, and the
number of observations (N). The Pearson correlation coefficient between democratic leadership style and
organizational performance is .545, which indicates a strong positive correlation between the two variables. The
sum of squares and cross-products and the covariance values provide additional information about the
relationship between the variables. The test was significant at 0.01 significant level and led to the rejection of the
null hypothesis which states that there is no significant relationship between democratic leadership style and
organizational performance. The alternative hypothesis was consequently accepted and concluded that there is a
strong positive correlation between democratic leadership style and organizational performance.

Table 2. Correlation result of relationship between democratic leadership style and organizational performance

DL Perf
Pearson correlation 1 .545™
Sig. (2-tailed) .000
DL Sum of squares and cross-products 301.74 116.94
Covariance 421 .305
N 89 89
Pearson correlation 545™ 1
Sig. (2-tailed) .000
Perf Sum of squares and cross-products 176.94 159.32
Covariance .305 201
N 89 89

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

Source: SPSS analysis by Researcher, 2024.

Summary of Pearson Product Moment Correlation Analysis of the relationship between Correlation result of
relationship between democratic leadership style and organizational performance. n= 89.

Variables X y X2 Y XY r-cal p-value
N Y TY?
DL(X) 89 5452 111088
99361 545**
.000
Perf(Y) 89 4890 89456

*Significant at p<.05, df = 87.
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Hypothesis three

Hos: There is no significant relationship between laissez faire leadership style and organizational performance.
Independent variable: Laissez faire leadership

Dependent variable: Performance

Test statistic: Pearson product moment correlation coefficient

The analysis showed a correlation coefficient of 0.509 indicating the existence of strong positive relationship
between poor physical working condition and employees’ performance. The results are based on Pearson
correlation coefficients, significance levels (2-tailed), sum of squares and cross-products, covariance, and the
number of observations (N). The Pearson correlation coefficient between poor physical working condition and
employees’ performance is .509, which indicates a strong positive correlation between the two variables. The
sum of squares and cross-products and the covariance values provide additional information about the
relationship between the variables. The test was significant at 0.01 significant level and led to the rejection of the
null hypothesis which states that there is no significant relationship between poor physical working condition
and employees’ performance. The alternative hypothesis was consequently accepted and concluded that there is a
strong positive correlation between poor physical working condition and employees’ performance.

Table 3. Correlation result of relationship between laissez faire leadership style and organizational performance

LF Perf
Pearson correlation 1 .509™
Sig. (2-tailed) .000
LF Sum of squares and cross-products 33.32 124.92
Covariance 517 404
N 89 89
Pearson correlation .509™ 1
Sig. (2-tailed) .000
Perf Sum of squares and cross-products 127.92 318.28
Covariance 404 .649
N 89 89

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

Source: SPSS analysis by Researcher, 2024

Summary of Pearson Product Moment Correlation Analysis of the relationship between laissez faire leadership
style and organizational performance. n= 89.

Variables X Yy X2 XY r-cal p-value
N Y TY?
Ppwc(X) 89 5632 118694
102540 .509**
.000
Perf (Y) 89 4890 89456

*Significant at p<.05, df = 87.

4. Findings

The objectives of the study were to determine the impact of leadership style on organizational performance of
service Industry. To determine the impact of leadership style on performance of organization, the following
findings have been made which are summarized below;

1) Transformational leadership style has a significant effect on organizational performance.
2) Democratic leadership style has a significant effect on organizational performance.

86



FRONTIERS IN MANAGEMENT SCIENCE MAR. 2025 VOL .4, NO.2

3) Laissez faire leadership style has a significant effect on organizational performance
5. Conclusion

An important factor in the leadership process is the relationship that a leader has with individual followers. In the
literature, leadership has been identified as an important subject in the field of organizational behavior.
Leadership is one with the most dynamic effect during individual and organizational interaction. In other words,
ability of management to execute “collaborated effort” depends on leadership capability. An excellent leader not
only inspires subordinate’s potential to enhance efficiency but also meets their requirements in the process of
achieving organizational goals. Leadership is the individual behavior to guide a group to achieve the common
target. It is used as a leading strategy to offer inspiring motive and to enhance the staff potential for growth and
development. It is concluded that an effective leadership behavior can facilitate the improvement of performance
when organizations face these new challenges.

6. Recommendations
Based on the findings of the research study, the following recommendations were made;
1) Management of organizations should adopt the best leadership style that will enhance effective performance.

2) Management of the organizations should be encouraged of their performance by given them the necessary
incentives.

Management of the organization should study the organization to know the best leadership style to adopt.
References

Acker, J., (2020). Hierarchies, Jobs, Bodies. In the Social Construction of Gender. Gender and Society, 1(4),
139-58.

Agars, E., (2015). Description and prescription: how gender stereotypes prevent women’s ascent up the
organizational ladder. Journal of Social Issues, 57(4), 657-674.

Alison, A., (2015). Extending Role Congruity Theory of Prejudice to Men and Women with Sex-Typed Mental
Ilinesses. Basic and Applied Social Psychology, 36(1), 70-82.

Choudhary, A. 1., Akhtar, S. A., Zaheer and A., (2013). Impact of transformation and servant leadership on
organizational performance: A comparative analysis. Journal of Business Ethics, 116(4), 433-440.

Eagly, A., (2019). Sex differences in influence ability. Psychological Bulletin, 85(1), 86-116.

Jekeelle, H. E., (2021). Leadership styles dimensions and organizational commitment nexus: evidence from a
public sector in Nigeria. Journal of Economics and Business, 4(1), 24-45.

Karau, S., (2022). Role congruity theory of prejudice toward female leaders. Psychological Review, 109(3),
573-598.

Koeing, V., Eagly, J., (2014). Think manager—think male: A global phenomenon. Journal of Organizational
Behavior, 17(1), 33-41.

McCann, J. T. Graves, D., Cox and L., (2014). Servant leadership employee satisfaction and organizational
performance in rural community hospitals. International Journal of Business and Management, 9(10),
28-38.

Morris, M., (2018). From female leadership advantage to female leadership deficit: A developing country
perspective. Career Development International, 20, 273-292.

Riman, H., Lebo, M., Obeten, U., Akpan and E., (2023). Does women’s participation in Governance reduce
corruption and income inequality? Empirical investigation from Nigeria. Global Journal of Social Sciences,
22,119-136.

Schmitt, E., (2019). Overview: confronting the barriers of women leaders around the World. Women leading
education across the continents: Overcoming the barriers. Lanham: Rowman and Littlefield, 85-90.

Sule, L., (2017). Understanding the processes that facilitate and hinder efforts to advance women in
organizations. Career Development International, 10(3), 190-202.

Tolbert, L., (2019). Understanding Gender Differences in  Leadership. Available from:
http://mysite.ku.edu.tr/ekubilay/wpcontent/uploads/sites/90/2017/01/Manuscript_AlanErtacKubilayLoranth
.pdf.

Williams, C., (2020). The social identity theory of intergroup behavior. Psychology of intergroup relations, 7-24.

87



FRONTIERS IN MANAGEMENT SCIENCE MAR. 2025 VOL .4, NO.2

Copyrights
Copyright for this article is retained by the author(s), with first publication rights granted to the journal.

This is an open-access article distributed under the terms and conditions of the Creative Commons Attribution
license (http://creativecommons.org/licenses/by/4.0/).

88



