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Abstr

The stuc?ycéfcamined the effects of leadership styles on employee job performance in the institute of agricultural
research and training, Nigeria. A structured questionnaire was used to collect data from eighty six (86)
employees of the institute using simple random sampling technique. The results show that majority (67.5%) of
the respondents were male and 66.3% fell within the age range of 30-50 years, while 68.6% of them had first
degree with a mean household size of four (4) members. Findings revealed that the most preferred types of
leadership by the employees were transformational (86.7%) and democratic (84.3%) leadership styles. Result
on the degree of importance which respondents placed on each possible performance indicator shows that,
leadership styles with a mean score of (7?7 = 4.08), salary/wages with mean score of (7? = 4.04), and work
environment with a mean score of (7 = 3.97), were the dominant factors affecting employees performance in
the organization. Of the 12 performance rating status of the employees, the most dominant level of employees
performance rating in the organization are, how well employees do their job with a mean score of (77 =
4.34),and punctuality/devotion to the work with a mean score of (7? = 4.26).The results of the chi square and
correlation analysis revealed that, there was significant relationship between marital status (x*=15.5161,
p<0.05), educational status (x’= 23.614, p<0.05), rank (x*= 17.339, p<0.05),age (r= -0.319, p< 0.05),
work experience (r=0.677, p< 0.05) and employee job performance. Also the Pearson’s product moment
correlation analysis showed that there was significant relationship between democratic leadership style
(r=0.343, p< 0.05), transformational leadership style (r=0.328, p< 0.05), autocratic leadership style
(r=0.234, p< 0.05), lassez-faire leadership style (r=0.237, p< 0.05), bureaucratic leadership style (r=0.227,
p< 0.05), and employee job performance. The study concluded that leadership style is a critical variable on
employee job performance and that the leadership style adopted by leaders has a great influence or
relationship with the employee job performance. It is recommended that employees should be rewarded more
on the basis of job performance, since this research work has shown that performance-related pay spurs

employees to greater performance
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INTRODUCTION

Leadership style is a key determinant of the
success or failure of any organization. A leader is
person who influences, directs, and motivates
others to perform specific tasks and also inspire his
subordinates for efficient performance towards the
accomplishment of the stated corporate objectives.
Colley et al. (2004) posit that in an organization
setting, leadership is a social tool for molding
members and resources of the organization in the
manner to effect attainment of organizational goals
and objectives. Leadership style is the manner and
approach of providing direction, implementing
plans, and motivating people (Azka et al.2011).
Leadership is a critical management skill, involving
the ability to encourage a group of people towards
common goal.

Leadership and its style have been identified as
one of the numerous factors that can enhance or
impede organizational performance that is to say
that the importance of leadership in achieving

optimum organizational performance cannot be
overemphasized. The word “leadership? and

leadership styles?has been used in various aspects
of human endeavor with diverse definitions.
According to Ogbeidi (2012), leadership is defined
as a body of people who lead and direct the
activities of a group towards shared goal. It refers to
the ability to lead, direct and organize a group.
While Cole (2002) sees leadership as a dynamic
process at work in a group whereby one individual
over a particular period of time, and in a particular
organizational context influences the other group
members to commit themselves freely to the
achievement of group tasks or goals. Leadership
styles vary with personality and situational need.
Understanding the different types of leadership is a
necessary step in leadership development. Each of
the leadership styles has effect on reforming and/or
creating an organizational culture. These
leadership style are centered on McGregor's
Theory 'X and Y' assumptions of democratic,
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autocratic, dictatorial, and laissez faire leadership
styles (Chandhry and Hussain 2012).

Autocratic leadership is an extreme form of
transactional leadership. The leaders set their goals
without considering the opinion of their followers
and then command their followers to execute their
assigned tasks without question. Leaders have
absolute power over their employees, and the
latter have little opportunity to make suggestions,
even if it not would be in the organization best
interest. Autocratic leadership often leads to high
levels of absenteeism and employee turnover.
However, it could remain effective for some
routine and unskilled jobs, as the advantages of
control may outweigh the disadvantages
(Ogbonna and Harris 2000).

Democratic leadership invite other members of the
team to contribute to the decision making process
in the organization. It increases job satisfaction
through the involvement of others. Employees
would also feel in control of their destiny, and
motivated to work hard for more than just financial
reward. This approach could however take longer,
but often with a better end result. According to
Maxwell, (2002) democratic or participative
leadership is most suitable when working as a team
is essential and when quality is more important
than speed to market or productivity. Leaders
participate equally in the process with their
followers and let the group make decisions, this
leader shares planning of activities and decision
making between the leaders and the group
members, this type of leader encourages
participations and a sense of responsibilities
among group members, they also criticize
constructively when necessary while praise and
punishment are given objectively (Stone et al.
2004).

Transformational Leadership: According to Bass et
al. (2003), transformational leaders -create
conducive environment for followers to be
predisposed to accommodate challenges and
difficulties they encounter in the process of
working towards the attainment of their goals.
They further maintained that transformational
leader's main task is to be sensitive to differences
that exist in a group and make efforts to realize the
goals they have set. Bass (2009), also observed
that transformational model provides autonomy
and motivation to employees. It lead followers
beyond direct self-interest.

Bureaucratic leadership: tend to follow rule
rigorously. They ensure that their employees
follow procedures precisely. This leadership style is
appropriate for work which involves serious safety
risks, or where large sums of money are involved.
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This is based on exchange process which involves
followers compliance in respect to leaders request
but not likely to produce passion and dedication to
work, (Boehnke et al, 2003).

Laissez-faire leadership is used to describe leaders
who leave their employees to work on their own.
This is called extremely laid-back leaders. The
leader who let the group take whatever action its
members feel is necessary, he does not have
confidence in his leadership ability. He does not set
goals for the group, under this leader's morale and
team work is usually very low, with low
productivity. This leadership styles could be
effective if the leader monitors what is being
achieved and communicates this back to his
employees regularly. Often, this type of leadership
is most effective when individual employees are
experienced and skilled self-starters. Alternatively,
employees are at their own in the time of crisis and
problem and look for assistance from other sources
(Chaudhry and Hussain, 2012) Leadership style
have diverse effect on variables such as flexibility,
standards, rewards, clarity and commitment and in
some cases on organization climate as the
behavior of the leader produces motivation
mechanisms which have effect on the conduct of
individual's performance in the organization
(Ismail et al 2009). The essence of leadership is
followership. Effective leadership is the extent to
which a constantly and progressively leads and
direct his or her followers towards organizational
performance. Leadership is practiced at every
level of human endeavor it is more pronounced in
an organization where man, manpower, money
and materials are managed and there must be
leader at the helm of affairs who will decide on
what, where and how in management. A good
leader should understands the important roles of
the employees in achieving the goals of the
organization. He should also motivate them in
achieving these organizational goals. It has been
widely accepted that effective organization require
effective leadership and that organization
performance will be enhanced if the leadership is
effective in discharging his responsibility (Fiedler
and House, 1988). Furthermore, it is generally
accepted that the effectiveness of any set of people
is largely dependent on the quality of its leadership
and effective leader behavior facilitates the
attainment of the followers desire which then
results in effective performance. Leadership is
perhaps the most investigated organization
variable that has a potential impact on employees'
performance (Colley et al 2004). Understanding
the effects of leadership on performance is also
important because leadership is viewed by some
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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 organizational
performance (Rao, 2012). For instance,
transactional leadership helps organizations
achieve their current objectives more efficiently by
linking job performance to valued rewards and by
ensuring that employees have the resources
needed to get the job done. 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 (Ogbanna & Harris,2000).They suggested
that visionary leadership will result in high levels of
cohesion, commitment, trust, motivation, and
hence employee performance.

The success of an organization is based on the
leaders ability to optimize human resources, a
good leader understands the importance of
employees in achieving the goals of the
organization, and that motivating the employees is
of paramount importance in achieving these goals
has been widely accepted that effective
organization require effective leadership and that
organization performance will suffer in direct
proportion to the neglect of this (Fiedler and
house, 1988).

On the other hand, organizational performance
refers to ability of an enterprise to achieve such
objectives as high profit, quality product, large
market share, good financial results, and survival
at pre-determined time using relevant strategy for
action (Koontz and Donnell, 1993).

Statement of problem:

Leadership is a complex concept for many
researchers to understand within the context of
how to improve and sustain employee job
performance. It is also equally difficult to
conceptually define and establish a model that will
reflect the connection between leadership style
and how employees perform. It is within this
context that Russell (2005) concluded that the
concept of leadership is extremely difficult to
understand. While there is no doubt about the
import of this statement, the desire to conduct
studies to gain understanding of the magnitude of
how leadership style affect the performance of the
employee of the establishments, and organizations
has sparked much interest at recent times.

Lack of good management in an organization is
known to reduce the productivity of such
organization, including the employees. The

Organizational 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.
Consequently, it is a reflection of productivity of
members of an enterprise measured in terms of
revenue, profit, growth, development and
expansion of the organization. Employees require
the proper working conditions to perform better, a
proper working condition will encourage
employees to put up the right attitudes or behavior
to their job. Employee commitment which consists
of organizational and job commitment is positively
related to job satisfaction, supervisory support and
organizational career support. Employees who
find their organizations image attractive and
positively evaluate performance in the
organization are likely to exhibit a high of both
internal job satisfaction and organization
commitment (Vroom & Jago, 2007).On a very
general level, job performance can be defined as
“all the behaviors employees engage in while at
work. In sum, job performance is the value of the
set of employee behaviour that contribute, either
positively or negatively, to reach the organizational
goals, (Jason et al, 2015).Work performance
means the outcomes of the employees about their
work and objectives align with organizational goals
and objectives that are achieved by the employees
to work effectively, efficiently and motivation and
work performance of the employees measuring
using different techniques of performance
appraisal system. Currently most of studied are
conducting to measure the performance by
reactions of user to performance appraisal
(Khurran Zafar etal 2012).

perceived effect of leadership style has great
influence on the employees' behavior thus
affecting their performance and morale whether
the result brings positive or negative outcomes.
The leadership styles determine the level of
subordinate participation in decision making and
the way an organization is run administratively.
Organizations which are low in efficiency tend to
have leaders who are highly bossy and decision
making is centered on them alone. The styles of the
leader have effect on the employees' behavior and
organization performance (Alexandrov et al
2007).Another problem affecting leadership style
is the competence of the leaders so appointed. In
most cases, some of their appointments lack merit.
What becomes of such organization is having
competent leaders who lack the abilities or
capacities to use the appropriate leadership style to
lead the members to attain set goals or objectives.
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Thus, what are usually found in some of these
organizations are “round pegs in a square hole”
rather than “round pegs in round holes”. Once this
situation arises, there will be utterances in the way
such leaders behave or administers the
organization and these will in-turn affect the goals
of the organization. The use of the right leadership

Objectives of the study:
The specific objectives of this study are to:

1. describe the personal characteristics of the
respondents.

2. identify the types of leadership styles

Research hypotheses

The following hypotheses of this study were tested
in the null form;
H,,:There is no significant relationship between the

Methodology:

This study was conducted in Institute of
Agricultural Research and Training with
headquarters at Ibadan Oyo state, Nigeria. This
institute is one of the foremost National
Agricultural Research Institutes in Nigeria its
affiliation with the then university of Ife (now
Obafemi Awolowo University) lle Ife. Its history is
date back to 1956 when the then western regional
government established a university at Ife, the
institute became part of the university and was fully
integrated in 1973. In 1975, the institute was given
a national mandate and was later funded by the
Federal Ministry of Science and Technology and
then the Federal Ministry of Agriculture. The
agency like few other research institutes has
undergone various supervisory changes. The
institute conducts research on various cereals and
legumes such as maize, jute, kenaf, sisal hemp, soil
and also on fertilizer use and farming systems.
Institute of Agricultural Research and Training is
located in Ibadan south- west of Oyo State. The
institute geographically located between latitudes
70 23 East and longitude 30 51 North and

Results and Discussion:

style will enhance organizational performance,
however little or no research has been carried out
in this area, and hence it is pertinent to conduct
research on the effect of leadership style on
employees' performance in institute of agricultural
research and training, Ibadan Oyo State, Nigeria.

preferred by the employees

ascertain the factors that affects leadership
performance in the organisation
determine the status of job
performance of employees in the study area

personal characteristics of the respondents and
employee job performance.

H,,: There is no significant relationship between
leadership styles and employee job performance.

Altitude 650. It lies in Oyo State in the Southwest of
Nigeria, bounded in the south by Ogun state and in
the north by Kwara state. The institute is also in
intimate contact with resource poor farmers
throughout the nooks and crannies of south
western Nigeria covering the eight states of Lagos,
Ogun, Oyo, Osun, Ondo, Ekiti, Edo and Delta
State.

The population of the study were the employees in
the institute of Agricultural Research and Training
(IAR&T), Ibadan. Oyo State Nigeria. The institute
has a total number of eight hundred and sixty-four
(864) employees. Simple random sampling
techniques was used to select 10% of the
employees which amount to 86 employees.
However the data for the study was collected from
eighty three (83) respondents using a well-
structured questionnaire. This gave a response rate
of 96.5%. Descriptive statistics such as frequency,
mean, standard deviation and percentages were
used in analyzing the data obtained from the study
while inferential statistics such as chi-square,
Pearson Product Moment Correlation (PPMC) was
used in testing the hypotheses of this study.

Personal characteristics of the respondents:

The result in Table lindicates that more than half
(67.5%) of the respondents were male, while
(32.5%) were female, this implies that most of the
employees in [AR&T were male. This result
collaborates with the findings of (Ojokuku et al
2012) who reported that there were more male
workers in academic and research institutions. Also
the result in Table 1 shows that majority (66.3%) of
the respondents were between the ages of 30 and
50 years of age, while a few (14.5%) of them were
between the ages of 51-60 years with a mean age
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of 39 years. This implies that majority of the
employees were in their active age and still have
many years to contribute to the service of the
organizational. This finding is in line with the
observation of (Adegbite et al 2009) who posited
that a larger percentage of the employees in
research institutes were within the age bracket of
30-50 years. On marital status the finding shows
that majority (66.3%) of the employees were
married, while a few (31.3%) were single. The
implication of this finding is that majority of the
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employees were responsible and independent
adults with their own family members. The result in
Table 1 shows that majority (85.5%) of the
employees were Christian while a few 13.3% of
them were Muslims. On educational status of the
employees majority (68.6%) of them had first
degree and higher national diploma, while a few
(10.8%) had postgraduate degree certificate. This
implies that majority of the employees in the
organization had the basic and prerequisite
educational background, knowledge and skills to
perform their duties efficiently in the organization.
This support Morris and Jutting (2005)
observation who were of the view that the
possession of higher education certificate enhance
employees job performance in the organisation.

The result in Tablel further shows that majority
69.9% of the employees were senior officers while
30.1% of them were junior officers. Furthermore
the result in Table 1 shows that 63.9% of the
employee had less than 10 years working
experience. This finding supports the findings of
(Adegbite et al 2009), who posited that majority of
the respondents in the organisation had about 10
years working experience in the organization. The
result also shows that half 50.6% of the
respondents have household size of less than four
(4), 36.1% of them have household size of four to
six (4 -6), while a few of them have a household
size of more than six (6).The implication of this
finding is that employees in this organization have
a sizable number of family they can cater for.

Table 1: Personal Characteristics of Respondents (n=83)
Variables Frequency Percentage Mean
Sex
Male 56 67.5
Female 27 32.5
Age 39 years
Less than 30 16 19.3
30-40 39 47.0
41-50 16 19.3
51-60 12 14.5
Marital status
Single 26 31.3
Married 55 66.3
Widow 2 2.4
Religion
Christianity 71 85.5
Muslim 11 13.3
Traditional 1 1.2
Educational status
NCE/ND 17 20.5
B.Sc/HND 57 68.7
M.Sc 9 10.8
Rank
Senior officer 58 69.9
Junior officer 25 30.1
Working experience 7 years
Less than 10 years 53 63.9
11-15years 11 13.3
16-20years 6 7.2
21-30years 12 14.5
More than 30years 1 1.2
Household Size
<4 42 50.6

S 30 36.1
>6 11 13.3

Source: Field study, 2016
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Table 2: Types of Leadership Styles Preferred by Employees (n=86)

STATEMENTS Yes No

Democratic Leadership Style 70(84.3)  13(15.7)
Transformational Leadership Style 72(86.7)  11(13.3)
Autocratic Leadership Style 20(24.1)  63(75.9)
Lassez-faire Leadership Style 29(34.9)  54(65.1)
Bureaucratic Leadership Style 42(50.6)  41(49.4)

Source: Field Survey, 2016

Factors that Affects Employees Performance in the
Organization

The result in Table 3 shows the respondents
perception on the factors that affect employees'
performance in the organization. Result indicate
the degree of importance which respondents
placed on each possible performance indicator
listed below that, leadership styles with a mean
score of (x = 4.08), salary/wages with mean score
of (x = 4.04), and work environment with a mean
score of (x = 3.97) were the dominant factors
affecting employees performance in the
organization. While the less dominant factors that

affect employees performance were employee
income with a mean of (X = 3.81) nature of work
with a mean of (x = 3.68) and employee
motivation with a mean of (x = 3.35)

The implication of this finding is that leadership
style is the most dominant performance indicator
that affect employees performance in the
organization. This finding is corroborated by
Boerner et al. (2007) who posited that there is a
positive relationship between leadership style and
organizational performance. That is, the style
adopted by leaders will increase followers'
performance and innovation in the organization.

Table 3: Factors that Affects Employees Performance in the Organization

STATEMENT AAT FT oT ST ANT Mean (x)
Leadership Style 38(45.8) 24(28.9) 14(16.9) 4(4.8) 3(3.6) 4.08
Salary and Wages 36(43.4) 23(27.7) 19(22.9) 2(2.4) 3(3.6) 4.04
Work Environment 31(37.3) 34(41.0) 9(10.8) 3(3.6) 6(7.2) 3.97
Fringe Benefits 33(39.8)) 25(30.1) 16(19.3) 5(6.0) 4(4.8) 3.94
Employee Promotion 31(37.3) 24(28.9) 19(22.9) 8(9.6) 1(1.2) 3.92
Employee Income 23(27.7) 31(37.3) (27.7) 2(2.4) 4(4.8) 3.81
Nature of work itself 27(32.5) 23(27.7) (21.7) 10(12.0) 5(6.0) 3.68
Employee motivation 26(31.3) 14(16.9) 18(21.7) 13(15.7) 12(14.5) 3.35
Source: Field Survey, 2016
Status of Employees Job Performance score (x = 3.73), communication/organization

Rating: The result in Table 4 shows the rating of
the employees' performance in the organization.
The scale also offer a wide scope of job factors that
culminate into job performance. Result indicates
that very few of the employees score excellent and
very good in all the performance criteria rating
scale. The most dominant level of employees
performance rating in the organisation are, how
well employees does their job with a mean score

(x = 4.34), punctuality/devotion to the work with a
mean score (x = 4.26), initiative and foresight with
a mean score (x = 4.10), and interpersonal/public
relation with a mean score (x = 4.08). While the
less dominant level of employees rating are,
employees organizational ability with a mean

55

climate with a mean score (x = 3.65), duties
assignment and discharge with a mean score
(x = 3.56), and quality of employees decision and
contribution with a mean score (x = 3.52). On the
performance of the employees on output and
quality of work the rating shows fair individual goal
achievement which is reflected in the style of
leadership adopted by the management in the
organization. This is asserted in the findings of
Pawar, (2003) who posited that effective
leadership helps to develop team spirit, enhance
work performance and integration of individual
and group goals which facilitates the achievement
of organizational goals.
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Table 4: Distribution of Employees According to Job Performance Rating

JOB ASSESSMENT EX VG GD SF FA Mean
How well employee does the job 44(53.0) 27(32.5) 7(8.4) 2(2.4) 3(3.6) 4.34
Punctuality/devotion to work 38(45.8) 20(24.1) 13(15.7) 5(6.0) 7(8.4) 4.26
Initiative and Foresight 38(45.8) 24(28.9) 14(16.9) 3(3.6) 4(4.8) 4.10
Interpersonal/Public Relation 38(45.8) 28(33.7) 7(8.4) 4(4.8) 6(7.2) 4.08
Responsibility/Reliability 35(42.2) 25(30.1) 14(16.9) 4(4.8) 5(6.0) 3.98
Individual goal achievement 31(37.3) 31(37.3) 13(15.7) 4(4.8) 4(4.8) 3.97
Output and Quality of Work 28(33.7) 29(34.9) 14(16.9 4(4.8) 8(9.6 3.82
Professional/technical competence 25(30.1) 24(28.9) 20(24.1 9(10.8) 5(6.0 3.78
Employee organisational ability 30(36.1) 21(25.3) 19(22.9) 5(6.0) 8(9.6) 3.73
Communication and organisation 20(24.1) 28(33.7) 21(25.3) 6(7.2) 8(9.6) 3.65
climate

Duties assignment and discharge 18(21.7) 27(32.5) 23(27.7) 7(8.4 8(9.6) 3.56
Quality of employee decision and 18(21.7) 27(32.5) 22(26.5) 7(8.4 9(10.8) 3.52

contribution

Source: Field survey 2016

EX=Excellent, VG= Very Good, GD=Good, SF=Satisfactory, FA=Fair

Hypotheses of the Study

:Test of Association between the Personal
Characteristics of Respondents and Job
Performance: The first hypothesis that there is no
significant relationship between personal
characteristics of the respondents and employees
job performance was tested using chi-square
analysis and Pearson product moment correlation.
The result of the chi square analysis in the Table 5A
reveals that, there is significant relationship
between marital status (x2=15.5161, p<0.05),
educational status (x2= 23.614, p<0.05), rank
(x2= 17.339, p<0.05) and employee job
performance. However there is no significant
relationship between religion (x2= 0.321,
p>0.05), sex (x2= 0.321, p>0.05), and employee

job performance. The result of the Pearson product
moment correlation in Table 5B also shows that
there is a significant relationship between age (r= -
0.319, p< 0.05), work experience (r=0.677, p<
0.05) and organization performance. However
there is no significant relationship between
household size (r=0.087, p> 0.05), and
employees job performance. The implication of
this finding is that employees with higher
educational status and higher rank performs better
on the job than employees with lower educational
status and rank. Also mature and responsible
employees who have acquired skill, knowledge
and technical know-how on the job perform better
than the less experience employees in the
organization.

Table 5a: Relationship between Socio-economic Characteristic and

Employees Performance

Variables x2 Df P value Decision
Sex 1.458 1 0.257 NS
Marital status 15.516 2 0.000 S
Religion 3.614 2 0.285 NS
Educational status 23.193 4 0.000 S
Rank

17.339 1 0.001 S

Source: Field survey, 2016
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Table 5b: Association between socioeconomic characteristics of respondents

and organizational performance

Variables Correlation (r) value P -value Decision
Age -0.019 0.840 S
Household size 0.087 0.386 NS
Working experience 0.677 0.001 S

Source: Field Survey 2016;

Test of relationship between leadership style and
employee job performance

The second hypothesis that there is no significant
relationship between leadership style and
employee job performance was tested using
Pearson product moment correlation (PPMC). The
result of the correlation in Table 6 shows that there
is significant relationship between democratic
leadership style (r=0.343, p< 0.05),
transformational leadership style (r=0.328, p<
0.05), autocratic leadership style (r=0.234, p<
0.05), lassez-faire leadership style (r=0.237, p<

0.05), bureaucratic leadership style (r=0.227, p<
0.05), and employee job performance. The
implication of this finding is that leadership styles
(democratic, transformational, autocratic, laissez
faire and bureaucratic) were predictors of
employee job performance. That is the leadership
style exhibited in the organization had effect on
employees job performance. This finding is in tune
with the findings of Yahaya et al. (2012) who
posited that leadership styles in organization have
influence on the level of satisfaction and job
performance of the employees.

Table 6: Relationship between Leadership Style and Employee Job Performance.

Variable R-value P- value Decision
Democratic Leadership 0.343 0.002 S
Transformational Leadership 0.328 0.001 S
Autocratic Leadership 0.234 0.000 S
Lassez-faire Leadership 0.237 0.000 S
Bureaucratic Leadership 0.227 0.000 S

Source: Field Survey 2016;

Conclusion and Recommendations:

The study was conducted to determine the effect of
leadership styles on employees' job performance
in the institute. The result of the study shows that
there were more male workers in the research
institutions who were in their active age and still
have many years to contribute to the service of the
organization. The employees in this organization
have a sizable number of family they can cater for.
Result revealed that majority of the respondents'
preferred democratic and transformational
leadership style at the institute of agricultural

Recommendations

The study recommends that: The management
should adopt democratic and transformational
leadership style knowing fully well that majority of
the employees in the organization preferred these
styles

Motivational incentives should be encouraged
through the use of monetary reward, award of
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research and training. The result further revealed
that leadership style is a critical variable on
employee job performance and that the leadership
style adopted by leaders has a great influence or
relationship with the employee job performance.
The result of the correlation indicates that there is
significant relationship between democratic,
transformational, autocratic, lassez-faire,
bureaucratic leadership styles and employees job
performance. This implies that there is a leadership
style that is deemed appropriate for ensuring
employee job performance in every organization.

excellence, and certificate of merit by the
organization to bring satisfaction to the employees
and encourage them to improve on their job
performance.

Employees should be rewarded more on the basis
of job performance, since this research work has
shown that performance-related pay spurs
employees to greater performance.Performance
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evaluation appraisal should play a greater role in
the promotion process and every level of
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