Open Journal of Leadership, 2019, 8, 1-22
http://www.scirp.org/journal/ojl
ISSN Online: 2167-7751
ISSN Print: 2167-7743

The Influence of Leadership Style on
Organizational Performance at TumaKavi
Development Association, Tamale, Northern
Region of Ghana
John Yaw Akparep1*, Enock Jengre2, Alisa Afusah Mogre3
Department of Management Studies, School of Business and Law, University for Development Studies, Wa Campus, Wa, Ghana
Legal Resources Centre, Accra, Ghana
3
North Breeze Leadership, Tamale, Ghana
1
2

How to cite this paper: Akparep, J. Y.,
Jengre, E., & Mogre, A. A. (2019). The
Influence of Leadership Style on Organizational Performance at TumaKavi Development Association, Tamale, Northern Region of Ghana. Open Journal of Leadership,
8, 1-22.
https://doi.org/10.4236/ojl.2019.81001
Received: January 16, 2019
Accepted: March 15, 2019
Published: March 18, 2019
Copyright © 2019 by author(s) and
Scientific Research Publishing Inc.
This work is licensed under the Creative
Commons Attribution International
License (CC BY 4.0).
http://creativecommons.org/licenses/by/4.0/
Open Access

Abstract
Leadership is one of the key driving forces for improving a firm’s performance. It is assumed that the kind of leadership style employed in an organization has an impact on its overall performance. The study examined the leadership style practiced at TumaKavi Development Association (TKDA) in
Northern Region of Ghana and its effect on its organizational performance.
Qualitative case study design was employed. Purposive sampling was adopted
to sample a total sample size of 11 respondents representing 65% of the total
staff population. The study established that TKDA majorly uses democratic
leadership style in its operations. It also discovered that the democratic leadership style being practiced has had an appreciable influence on the operations and performance of the organization. The results of this study also revealed that there is strong relationship between leadership style and organizational performance of TKDA. As the strength of the organization dwells
much on democratic style of leadership, it is recommended that management
of the organization applies more of that and mix it with other leadership
styles where necessary for the organization to wax stronger within its industry.
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1. Introduction
There has been significant theoretical and empirical work carried out on orgaDOI: 10.4236/ojl.2019.81001 Mar. 18, 2019
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nizational performance across the globe. For some decades now, how leadership
impacts on organizational performance has gained prominence among academics and practitioners working in the area of leadership (Al Khajeh, 2018; Bhargavi & Yaseen, 2016; Igbaekemen & Odivwri, 2015; Giambatista, 2004; Rowe et al.,
2005). This is premised on the notion that a style of leadership of an organization has a correlation with organizational performance (Rowe et al., 2005). The
style of leadership adopted is considered by some researchers to be particularly
important in achieving organizational goals, and in evoking performance among
subordinates (Sadia & Aman, 2018; Klein et al., 2013; Berson et al., 2001; Zacharatos et al., 2000; Barling et al., 1996). Organizations undergo rapid changes daily as a result of diverse factors. Some of these factors are external such as competition, global market trends and technological changes. Some of the changes over
time also occur within the organizations themselves. Examples are employee
motivation, innovation, organizational culture and human resource strength
(Haque et al., 2015; Igbaekemen & Odivwri, 2015; Bass & Riggio, 2006). All these
tend to affect the performance of these organizations. One key factor that also
has the potential to largely affect an organization’s performance is its leadership
(Ng’ethe et al., 2012; Jeremy et al., 2012).
The role of leaders in ensuring excellent organizational performance cannot
be over emphasized. Adequate motivation, suitable work environment, compensation, efficient communication between managers and subordinates play an
important role in promoting this goal. Planning and organization of work is also
very crucial. It has been argued by some researchers that the most common
problems affecting organizational performance in business and other institutions are poor attitude to work among workforce, inefficiency as well as ineffectiveness of leaders in most places, though others share a contrary view (Haque,
Faizan, & Cockrill, 2017). Leadership style practiced by an organization has an
impact on the success or otherwise of its operations. Leadership style in an organization is one of the factors that play significant role in enhancing or retarding the interest and commitment of the individuals in the organization (Bhargavi & Yaseen, 2016; Obiwuru et al., 2011).
Performance continues to be a key issue among organizational researchers
and employees are bound to perform well where they are treated well (Haque,
Faizan, & Cockrill, 2017; Barney, 1997). Javier (2002) has asserted that performance is equivalent to the famous 3Es (economy, efficiency, and effectiveness)
of a certain program or activity. However, according to Daft (2000), organizational performance is the organization’s ability to attain its goals by using resources in an efficient and effective manner. Quite similar to Daft (2000), Ricardo & Wade (2001) rather define organizational performance as the ability of the
organization to achieve its goals and objectives.
Organizational theorists contend that effective leadership is one of the most
important contributors to overall organizational success (Weber, 2009; Daft,
2000; Pettinger, 2000; Barney, 1997; Kotter & Heskett, 1992; Ricardo & Wade,
DOI: 10.4236/ojl.2019.81001
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2001). Many leadership theories have been proposed in the last fifty years, which
are claimed to have influenced the overall effectiveness of organizations where
they have been employed. In the competitive world with technological changes
within the business environment, it is vital that organizations employ leadership
styles that enable them to survive in a dynamic environment (Maritz, 1995; Bass,
1997). Without leadership, the probability of mistakes occurring increases and
the opportunities for success become more and more reduced. The role of a
leader is vital for the survival and progress of an organization. Al Khajeh (2018)
and Bhargavi & Yaseen (2016) in their study on leadership and organizational
performance suggest that the role of leadership is critically important for an organization to achieve a high level of performance.
It is contended that organizations do not only exist for survival, but also to
sustain their existence by improving performance. In order to meet the needs of
the highly competitive markets, organizations must continually increase performance by adopting the appropriate leadership style. Leadership style is a key determinant of the success or failure of any organization. Leaders influence, direct,
and motivate others to perform specific tasks and also inspire subordinates. Literature suggests that the role of leadership is critically important for achieving
the performance of organizations. To this end, some studies argue that effective
leadership role in increasing organizational performance are mixed (Uchenwamgbe, 2013; Hambrick, 2007; Katz & Kahn, 1978).
The research examined the operations of TumaKavi Development Association
(TKDA), a regional Non-Governmental Organization (NGO) working in thirty-two communities in four districts of the Northern Region of Ghana. It is believed that the organization has achieved some feats in its operations over the
years. However, not much is known about the kind of leadership style(s) being
employed by management of the organization resulting to this level of performance. Premised on this, the study aimed to examine the leadership style(s)
practiced at TumaKavi Development Association and its effect on the performance of the organization.

2. Literature Review
2.1. Understanding Leadership
Leadership has been a topic of study for social scientists for much of the twentieth century, yet there has been no consensually agreed-upon definition of it
(Jyoti & Bhau, 2015; Sofi & Devanadhen, 2015; Xu & Wang, 2008; Bass, 1990).
Many authors have studied this phenomenon, and some have argued that there
is no conscious definition of what leadership is, no dominant paradigm for studying it, and little agreement regarding the best strategies for developing and exercising it (Bennis, 2007; Hackman & Wageman, 2007; Vroom & Jago, 2007).
However, Ngodo (2008) views leadership as a form of direction in which a person can give to a group of people he steers affairs in such a way that will influence the behavior of another individual, or group. Ngodo (2008) perceives leaDOI: 10.4236/ojl.2019.81001
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dership to be a reciprocal process of social influence, in which leaders and subordinates influence each other in order to achieve organizational goals. Sun
(2002) defines leadership as the process of influencing people so that they make
an effort by their own will and enthusiasm towards obtaining the group’s goals.
Leadership is a critical management skill, involving the ability to encourage a
group of people towards a common goal. Leadership focuses on the development
of followers, their needs and building their capacity (Klein et al., 2013). It is imperative for managers occupying leadership positions to focus on the development of value system of employees, their motivational level and moralities with
the development of their skills (Uchenwamgbe, 2013; Ismail et al., 2009). This
approach will essentially help followers achieve their goals as they work in the
organizational setting. As posited by Khan et al. (2014), followers will be encouraged to be expressive and adaptive to new and improved practices and
changes in the environment.
According to Michael (2010) leadership has a direct cause-effect relationship
upon organizations and their success. Leaders determine values, culture, change
tolerance and employee motivation. They shape institutional strategies including
their execution and effectiveness. It should be stressed that leaders can be found
at any level of an institution and are not exclusive to management. Successful
leaders do, however, have one thing in common. They influence those around
them in order to reap maximum benefit from the organization’s resources, including its most vital and expensive human resources/capital. This success can
only be achieved and probably sustained in organizations where appropriate
leadership style or styles are employed at a given time. Leadership is also a
process which involves the use of non-coercive influence to shape a group or
organizational goals, motivate behaviour towards achieving the goals as well as
define the group’s culture (Northouse, 2009).
Despite the variations in the definitions, there are at least three important implications of these definitions. Firstly, leadership is a process engaged in by certain individuals (leaders). It is an ongoing activity in an organization. Secondly,
it involves other people in the form of subordinates or employees who by their
willingness are influenced by the leader. Therefore, the subordinates formalize
the leader’s authority by making leadership process possible. Thirdly, the aim of
leadership is the accomplishment of a goal and objectives. A seemingly endless
variety of definitions have been developed, and there is a common thread which
runs through all the definitions and that is the concept of influence. Leaders
therefore influence others to help accomplish group and organizational objectives. However, it should be noted that the use of appropriate leadership style at
a given time is a conduit for organizational success.

2.2. Leadership Styles
Any organization which employs appropriate leadership style(s) couple with
other factors in its operation has a higher probability of achieving its organizational goals. An organizational leadership style(s) go(es) a long way to influence
DOI: 10.4236/ojl.2019.81001
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the culture of the organization. This in turn directly or otherwise influences the
performance of the organization (Haque et al., 2015; Klein et al., 2013). Leadership is the life blood of any organization and its importance cannot be underestimated. According to Armstrong (2012), a leadership style is the approach used
by managers to exercise their leadership function. This is seen to be a particular
behavior a leader in an organization employs to motivate employees towards the
achievement of a defined objective of the organization (Haque et al., 2015; Igbaekemen & Odivwri, 2015; Ng’ethe et al., 2012). Leadership style plays an important role in the organizations of today. As defined by Mullins (2000), leadership style is the way and manner in which a manager or supervisor chooses to
act towards his employees or subordinates and the way the leadership function is
being carried out by them (Xenikou, 2017). Researchers in the area of leadership
suggest that no one leadership style is better than the other but that styles are
dependent on some factors (Armstrong, 2012; Adair, 2003). They indicate such
factors to include the type of organization, nature of the task, characteristics of
the individuals in the leader’s team, the group the leader leads as a whole and
more importantly, the personality of the leader. To them therefore, there is not
one leadership style that is considered best at all times as a particular situation
would demand one or a combination of different leadership styles.
Leaders should be able to know how their leadership skills influence their followers as it has an impact on the followers being supportive of them or not (Saleem, 2015; Sethuraman & Suresh, 2014). This can have an impact on employee
behaviour to support their leaders; followers or employees who do not have
support for their leaders can be prone to dissatisfaction which could arouse an
intention of an employee to leave. Some authors have argued that leadership
styles can affect an employee’s job satisfaction level and job satisfaction is an
outcome of leadership style. This can negatively be associated with the intention
of the employee to leave the organization (Khan et al., 2014; Welty Peachey et
al., 2014). This suggests that leadership style or behaviour has an impact on job
satisfaction and an employee’s desire and intention to leave an organization or
otherwise. As indicated by Vandenberghe & Bentein (2009), before an employee
considers leaving an organization, such an employee will first assess (Tummers
& Knies, 2016) the position of his/her relationship with the organization, among
other factors. It is noteworthy to stress that appropriate leadership style employed in a given time regardless of low remuneration could still motivate an
employee to put up his/her best in the organization. This assessment according
to Welty Peachey et al. (2014) could include the level of attachment of the employee to the organization and the leader. In the case where this relationship is
lessened or negatively affected, the employee has the tendency to leave such an
organization. Leadership style reflects what leaders “do” and how they “behave”.
There are many dimensions to leadership and many possible ways of describing
leadership styles such as dictatorial, unitary, bureaucratic, charismatic, consultative and participative. However, a collection of some leadership styles in contemporary businesses which are still pervasive in contemporary times are classiDOI: 10.4236/ojl.2019.81001
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fied as follows.

2.3. Autocratic Leadership
An autocratic leader is seen as the one who is very conscious of his position and
has little trust or faith in the subordinates (Luftman, 2004). Autocratic leaders
are classic and bossy in nature. Such leaders desire that their subordinates work
according to what they dictate (Al Khajeh, 2018). Basically, autocratic leaders
retain the decision-making rights with them (Obiwuru et al., 2011).
An autocratic leader feels that remuneration advanced to employees for work
done is a just reward and it is only the reward that can motivate an employee.
This style of leadership is characterized by individual control over all decisions
and little input from group members. A study conducted indicates that an autocratic/authoritarian leader is characterized as being arbitrary, controlling, power-oriented, coercive, legitimate, punitive and with a closed mind (Al Khajeh,
2018; Iqbal et al., 2015; Bass & Bass 2009). Such leaders stress loyalty and obedience and are defined as those who make decisions alone and demand strict
adherence to rules. The decision-making process is centralized; autocratic leaders take full responsibility for decisions and control of their followers’ performance. Praise and criticism of followers play a significant role in autocratic leadership. Autocratic leaders typically make choices based on their own ideas and
judgments and rarely accept advice from followers. Autocratic leadership involves absolute, authoritarian control over a group. Other characteristics of autocratic leadership include: little or no input from group members, leaders make
the decisions, group leaders dictate all the work methods and processes and
group members are rarely trusted with decisions or important tasks.
Armstrong (2012) suggests that autocratic leadership may be useful in situations of emergency, in cases where homogenous work force is involved and
where the leader is wise, just and has considerable understanding of the followers. In such circumstances, special action may be needed to avert a potential mishap. Among some shortcomings of autocratic leadership is the inability of the
subordinates to develop pride of accomplishment, denial of personal development or satisfaction from self-actualization, and it also antagonizes human beings and wipes the organization of lasting loyalty and co-operation. Indeed, the
autocratic style is characterized by an “I tell” philosophy. That is, an autocratic
leader tells staff members what to do. Even though this approach can give a
business a clear direction, however, it may also lead managers to undervalue or
ignore input from team members (Obiwuru et al., 2011). Nonetheless, an autocratic approach is appropriate in some situations. It is valuable when the business faces a crisis or when an urgent problem arises that requires an immediate
response (Bhargavi & Yaseen, 2016). There is no shared vision and little motivation beyond coercion. Commitment, creativity and innovation are typically
eliminated by autocratic leadership (Al Khajeh, 2018). In fact, most followers of
autocratic leaders can be described as bidding their time, waiting for the inevitaDOI: 10.4236/ojl.2019.81001
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ble failure this leadership produces and the removal of the leader that follows
(Iqbal et al., 2015; Michael, 2010).

2.4. Democratic Leadership
Democratic leadership, also referred to as participative leadership, is a type of
leadership style in which members of the group take a more participative role in
the decision-making process. This style of leadership dwells on performance and
people (Bhargavi & Yaseen, 2016; Puni et al., 2014). Democratic leadership style
encourages employees to participate in the decision making process of the organization (Nwokocha & Iheriohanma, 2015). According to Puni et al. (2014),
decision making in a democratic system is not centralized and high performance
is recognized and rewarded. Nwokocha & Iheriohanma (2015) on the other hand
suggest that there is potential for poor decisions to be made by the subordinates
as a result of the leader depending on the contributions made by the employees
or subordinates. This can be said to have a negative impact on the organization
and can also instigate turnover intention in employees. It is therefore expected
that brainstorming of ideas and collective decisions are arrived at by all concerned.
The democratic leadership sounds good in theory but it is often bogged down
in its slow decision making process and the results which could seem workable
would always require a lot of time and effort (Nwokocha & Iheriohanma, 2015).
The democratic leader allows for decision making to be shared by the leader and
the group. Criticisms and praises are objectively given and a feeling of responsibility is developed within the group. Kotter (1995) argued that this form of leadership is claimed to be earliest amongst all other leadership style. The leader
discusses with subordinates before he issues general or broad orders from which
subordinates feel free to act on (Bhargavi & Yaseen, 2016). The superior allows
the subordinates opportunity to use their initiative and make contributions. The
leaders also offer support to the subordinates in accomplishing task. Characteristics of democratic leadership include: the fact that group members are encouraged to share ideas and opinions, even though the leader retains the final
say over decisions, members of the group feel more engaged in the process and
creativity is encouraged and rewarded. Democratic leadership yields a lot of
benefits. Subordinates are encouraged to share their thoughts; it can lead to better ideas and more creative solutions to problems (Sadia & Aman, 2018). Employees also feel more involved and committed to projects, making them more
likely to care about the end results. It is perceived that democratic leadership
style leads to higher productivity among group members.
There are however some downsides of democratic leadership. In situations
where roles are unclear or time is of the essence, democratic leadership can lead
to communication failures and uncompleted projects. In some cases, group
members may not have the necessary knowledge or expertise to make quality
contributions to the decision-making process. Democratic leadership works best
DOI: 10.4236/ojl.2019.81001
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in situations where group members are skilled and eager to share their knowledge. It is also important to have plenty of time to allow people to contribute,
develop a plan and then vote on the best course of action.

2.5. Laissez-Faire Style of Leadership
Laissez faire is a French phrase which means “let it be” and it is also known as
the “hands off style” (Nwokocha & Iheriohanma, 2015: p. 194). According to
Gill (2014), it means leaving subordinates to complete tasks and jobs in the way
they choose without adherence to any strict policies or procedures. Bass (1985)
describes the laissez faire leadership style as one in which the leader has no belief
in his own ability to supervise. He further states that the leader has no clear set
goals towards how they may work, does not help the group in making decisions
and so leaves too much responsibility with subordinates. According to Puni et al.
(2014), the laissez-faire leader avoids controlling his employees and so only relies on the few available employees who are loyal to get a task done.
It is argued that laissez faire leaders do not believe in employee development
as they believe that employees can take care of themselves (Puni et al., 2014).
This leadership style cannot be said to be operational in the banking sector or
Non-Governmental Organizations which require that both the leader and subordinates have an input in the decision making process and completion of tasks
to ensure the success of the organization. This is defined as a style of leadership
where leaders refuse to make decisions, are not available when needed, and
choose to take no responsibility for their lack of leadership ability. Laissez-faire
leaders do not use their authority and avoid taking actions. It is considered a
passive and ineffective form of leadership. This style favors the installation of a
relaxed working atmosphere; it brings down morale and reduces efficiency of the
group. With this type of leadership style, leaders attempt to pass the responsibility of decision making process to the group. The group is loosely structured as
the leader has no confidence in his leadership ability. A laissez-faire leader may
either not intervene in the work affairs of subordinates or may completely avoid
responsibilities as a superior and is unlikely to put in effort to build a relationship with them. Laissez-faire style is associated with dissatisfaction, unproductiveness and ineffectiveness (Deluga, 1992). This however, is debatable. Decision
making under this style of leadership is performed by whoever that is willing to
accept it.

2.6. Leadership Styles and Organizational Performance
It is considered that an organization’s leadership undoubtedly has a strong
bearing on its performance, employee job satisfaction and employee commitment. Some researchers have argued that leaders motivate and help their employees to be competitive by using effective leadership styles (Bhargavi & Yaseen, 2016; Bass & Riggio, 2006; Luftman, 2004). Relationship between leadership style and organizational performance has been topical in recent times. ReDOI: 10.4236/ojl.2019.81001
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search shows that leadership style has a significant relationship with organizational performance, and different leadership styles may have a positive correlation or negative correlation with the organizational performance, depending on
the variables used by researchers (Wang et al., 2010). Therefore, the leader’s use
of effective leadership style(s) is imperative to promoting standards of excellence
in the professional development of the members of the organization.
McGrath & MacMillan (2000) contend that there is significant relationship
between leadership styles and organizational performance. Effective leadership
style is seen as a potent source of managing development and sustained competitive advantage (Al Khajeh, 2018). Leadership style helps the organization to
achieve its 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. Sun (2002) compared leadership style with leadership performance
in schools and enterprises and found that leadership style had a significantly
positive correlation with the organizational performance in both schools and
enterprises. According to Kotter (1995), without leadership, the probability of
mistakes occurring increases and the opportunities for success become more and
more reduced. In this way, leadership, together with stimulants and incentives,
promotes people’s motivation towards achieving common goals, having a relevant role in the processes of forming, transmitting and changing organizational
culture (Senge, 1990).
Assuming the essence of leadership is influence, leadership could broadly be
defined as the art of mobilizing others to want to struggle for shared aspirations
(Druskat et al., 2003). However, it could be argued this “influence, mobilization
and struggle” are of little value in an organizational context unless the effects ultimately yield an outcome in line with the “shared aspiration” for leadership to
be deemed successful. Leadership is all about results. Creating results in today’s
ever changing and increasingly competitive world requires a very different kind
of leadership from what was studied in the past (Haque et al., 2015). While leaders in the past managed perhaps complex organizations, this was in a world of
relative stability and predictability. In today’s globalized world, with organizations coping with rapidly changing environments, leaders face a new reality.
Working in flexible contexts and connected by real-time electronic communication, increasingly mobile employees have themselves become the critical resource of their organizations (Wang et al., 2010). What is now needed are leaders who simultaneously can be agents of change and centers of gravity, keep internal focus and enable people and organization to adapt and be successful (Jyoti
& Bhau, 2015; Sofi & Devanadhen, 2015).

2.7. Overview of TumaKavi Development Association (TKDA)
TumaKavi Development Association (TKDA) started in 1983 as a women’s
group in a rural community called “Moglaa” in the Savelugu/Nanton District,
Northern Region of Ghana. The formation of TumaKavi became necessary as a
DOI: 10.4236/ojl.2019.81001
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result of the 1983 drought in Ghana which worsened the plight of women and
children. Essential commodities were scarce and food prices were high. This
made it difficult for the average family in the village to cope with the personal
hygiene and nutritional needs of the family. A Public health nurse who engaged
the women in hygiene and nutrition education solicited for funding from
MATCH Canada. The women broke into new grounds of acquiring their own
farmland to cultivate groundnuts; they also owned and operated their own
grinding mill through a support from Canadian University Students Organization. Apart from the economic gains made by the women and their families, they
also gained confidence and it improved relationships between them and their
families. Generally, the project brought improvement in economic and nutritional status of children and increased the social status of women. This Women’s
Group later grew into TumaKavi Development Association (TKDA) with the
Public health nurse eventually becoming the Executive Director after retiring
from her job in 2012.
TumaKavi has thus evolved from a community based women’s group to a regional Non-Governmental Organization (NGO); working in thirty-two communities in four districts of the Northern Region. Inter alia, it signed a partnership agreement with Christian Children’s Fund of Canada in 1996 and the Zogu
Area Child Care and Family Helper Project, a child sponsorship project, which
commenced in 1997 at Zogu. TumaKavi also signed partnership with ISODEC
on Reproductive Health in 2002 for 12 communities in the Zabzugu/Tatale District. The organization has a mission to assist needy people especially women
and children improve the quality of their living standard through education of
children especially the girl child, primary health care, nutrition education, water
and sanitation and micro development enterprise. It aims at improving the lives
of deprived families and communities in Northern Ghana through sustainable
development projects in child education, health and nutritional status of families, income generation of women, improved water and sanitation conditions.

3. Methodology
The study employed qualitative case study design to collect and analyse the data.
It involved in-depth interviews (one-on-one interviews) in order to fully understand the kind of leadership style practiced at TumaKavi Development Association (Akparep et al., 2017; Creswell, 2007). This approach has some promising
directions for organizational direction and performance. The employees of the
organization including the Executive Director formed the research respondents
of the study.
The study was conducted using both primary and secondary sources of data.
Interviews formed the basis for the primary sources of data. A semi-structured
interview guide was designed for the respondents. The employees of the organization were put into groups according to their function or department at the organization. Focus group discussions were then held with the employees and
DOI: 10.4236/ojl.2019.81001
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management of the organization. Respondents’ opinions were solicited on the
organization’s leadership style and its impact on the performance of the organization. This way, the researchers had control over the line of questioning while
the respondents were given adequate space to provide historical and detailed information where necessary (Owusu-Sekyere et al., 2018; Creswell, 2007; Sekaran,
2003). Also, in order to fully understand the issues being investigated, the
one-on-one story-telling interview approach was adopted as it is an effective tool
which offers researchers an opportunity to get in-depth information regarding
the phenomenon under investigation (Maxwell, 2005).
The interview guide designed comprised a leadership style assessment (Northouse, 2009). This was designed to measure basically the three common leadership styles; democratic, autocratic and laissez-faire. The other component of the
interview guide consisted of a number of questions to provide data on how the
identified leadership style practiced had impacted the organisation. Purposive
sampling approach under the non-probability sampling technique was employed
to select a total sample size of 11 respondents representing 65% of the total population for the study. The purposive sampling approach was a useful technique
for soliciting the required information from the head of the organization (see:
Maxwell, 2005 cited in Akparep et al., 2017). Journal articles, text books, library
sources of information and various reports of the organization were reviewed
which served as secondary sources of data for the study.
Data collected with the semi-structured interview guide were imported into
Statistical Package for Social Sciences (SPSS) for analysis. The data was presented in a manner that allowed for easy analysis and testing using SPSS. Once
the data was imported into a SPSS spreadsheet, from the Microsoft excel spread
sheet, the researchers proceeded to calculate the necessary leadership scores as
per the respective scoring keys provided along with the interview guide, available
to the respondents. Again, all the focus group discussions were audio-recorded
with the respondents’ permission. These audio tapes were transcribed verbatim
and added to other field notes and analyzed manually using hand coding and
highlighter pens to color important texts. Themes so identified were then categorized into major themes with sub-themes for each of the major themes. As
Maxwell (2005) has advised, this is a very useful approach to qualitative data
analysis as it provides great opportunities for researchers to carefully organize
volumes of qualitative data into insightful findings (Owusu-Sekyere et al., 2018).

4. Analysis and Discussion of Results
4.1. Ages of Respondents
Table 1 shows that majority of the staff were of a youthful age whilst a few were
beyond 35 years of age as illustrated below.

4.2. Number of Years in the Organization and Job Categories
From Table 2, it indicates that 54% of the respondents had served in the organDOI: 10.4236/ojl.2019.81001
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ization between three and five years whilst 27% had been with the organization
for one to three years. They therefore had a relatively good knowledge of the organization and understood the trends well as the Table 2 depicts.

4.3. Job Titles and Categories of Respondents
Table 3 indicates job titles of the categories of the respondents as represented
below. There was at least one respondent from each of the departments and this
ensured a fair representation of the general staff of TKDA.

4.4. Indicators of Performance of TKDA
Respondents were asked on the indicators they would consider in assessing the
performance of TKDA. Six different indicators were presented namely; achievement of goals and targets, scope and depth of projects, partnerships, funding
opportunities, staff strength and turnover and awards. Majority of the respondents agreed that all were indicators of TKDAs performance but the one mostly
used was the achievement of goals and targets which are usually outlined in
Annual Operating Plans.
Table 4 highlights the trend of the performance of the organization under
study within the years 2012 to 2017. Most of the respondents felt that the organization had an increasing trend of 36% of performance in 2017 and an equally
high percentage of them felt that TKDA has had a stable trend of 36% of performance over the years. There were two respondents who did not indicate their
views and 1 (9%) felt that the trend of performance was unpredictable.
Table 1. Age of respondents.
Age Range

Frequency of
Respondents

Percentage of
Respondents (%)

25 - 34

9

81.82

35 - 44

2

18.18

Grand Total

11

100

Number of
Year(s)

Frequency of
Respondents

Percentage of
Respondents (%)

1 - 3 years

3

27.27

3 - 5 years

6

54.55

5 - 10 years

2

18.18

Grand Total

11

100

Source: Authors Construct, 2018.

Table 2. Number of years worked at TKDA.

Source: Authors Construct, 2018.

DOI: 10.4236/ojl.2019.81001
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Table 3. Job titles and categories of respondents.
Job Title/Category

Frequency of Respondents

Percentage of Respondents (%)

Admin/Finance Officer

1

9.09

Credit Officer

1

9.09

Finance Officer

1

9.09

Office Assistant

1

9.09

Program Manager

1

9.09

Program Officer

3

27.27

Sponsorship Assistant

3

27.27

Grand Total

11

100

Source: Authors Construct, 2018.

Table 4. Trend of organizational performance over 2012 to 2017.
Trend of Organisation’s
Performance

Frequency of Respondents

Percentage of Respondents (%)

Increasing

4

36

Stable

4

36

Unpredictable
No Response

1
2

9
18

Grand Total

11

100

Source: Authors Construct, 2018.

The study found out that the 72% (36% for increasing and 36% for stable)
suggested that the trend was either increasing or stable mentioned factors like
increased funding and grants from donors, projects being executed on schedule,
increase in number of project beneficiaries as indications of their views. Meanwhile the only one respondent who felt the trend was unpredictable indicated
that there were inconsistencies (monthly fluctuations) in their salaries in relation
to what they were initially offered.
Furthermore, respondents were asked what factors they felt were responsible
for this increasing or stable trend of organizational growth. Among the factors
mentioned were; hard work, mutual respect between all staff, effective teamwork, good leadership, the introduction of performance-based funding by their
main donor (CCFC), improved donor support and relationship. With regards to
the issue of unpredictability, the respondents felt that the inconsistent salaries
were as a result of competition from similar organizations that had stronger capacities than TKDA and therefore attracting potential donors. This could be said
to be in line with Welty Peachey et al. (2014) findings.

4.5. Leadership Style Employed in TumaKavi Development
Association (TKDA)
The first part of the questionnaire contained a model of assessment that used a
list of questions and a scoring system to determine which leadership style was
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employed in the organization by the Executive Director. It was designed to
measure three common styles of leadership; authoritarian, democratic and laissez-faire. The scores were computed as indicated in Table 5 below.
1) Sum of responses on items 1, 4, 7, 10, 13, and 16 (authoritarian leadership).
2) Sum of responses on items 2, 5, 8, 11, 14, and 17 (democratic leadership).
3) Sum of responses on items 3, 6, 9, 12, 15, and 18 (laissez-faire leadership).
In Table 5 were respondents’ scores for the various questions.
By comparing the scores in the manner illustrated in Table 5, one is able to
determine which leadership style is most dominant and least dominant.
1) Sum the responses on items 1, 4, 7, 10, 13, and 16 (authoritarian leadership).
2) Sum the responses on items 2, 5, 8, 11, 14, and 17 (democratic leadership).
3) Sum the responses on items 3, 6, 9, 12, 15, and 18 (laissez-faire leadership).
Outcome of Assessment: Based on respondents’ scores for the various statements, the average of the various scores for each leadership style is represented
below:
Authoritarian Leadership—16
Democratic Leadership—21
Laissez-Faire Leadership—18
From the scores on Table 5 above, majority of the respondents (21 scores)
agreed that democratic leadership is the most dominant style of leadership practiced by the leadership of TKDA. A number of respondents (18 scores) also felt
that the leader employed the laissez-faire type of leadership whilst 16 scorings
were of the opinion that authoritarian leadership was the style of leadership
practiced in TKDA. This analysis of the different ratings is in consonance with
Armstrong (2012) and Adair’s (2003) argument that no one leadership style is
better than the other but that the styles are dependent on a given situation.
It is worth noting that the same assessment was completed by the Executive
Director and an analysis of her scores showed that the democratic style was the
most dominant, followed by the laissez-faire with the authoritarian style being
the least dominant.

4.6. Leadership Style and Organizational Performance at TKDA
In drawing the line and assessing as to whether there exists any form of relationship between leadership style practiced at the TumaKavi Development Association and its performance resonated in Table 6.
Findings from Table 6 indicated that 82% forming majority of the respondents established a relationship between leadership style and organizational
performance. 73% of them reported a positive relationship between the leadership style employed at the organization and how the organization has progressed. Respondents indicated that due to the leadership style of management,
that is majorly democratic, there was a high level of staff involvement in management decision making process. This supports Bhargavi & Yaseen (2016) and
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Table 5. Respondents’ scores on statement on leadership.
S/N

Statement on Leadership

A

B

C

D

E

F

G H

I

J

K

1

The leader makes all
the major decisions

4

4

2

4

3

5

2

2

4

3

2

2

You receive guidance from
the leader on what to do and how

4

4

4

4

4

5

2

1

4

5

4

3

The leader allows group members
to make their own decisions even
in complex situations

2

2

2

3

2

2

2

4

4

4

3

4

You are given rewards to
motivate employees to
achieve organizational objectives

1

1

3

3

2

4

1

1

2

2

3

5

The leader encourages creativity
and people are often highly
engaged in projects and decisions

3

3

4

4

4

4

4

2

4

2

4

6

The leader gives team members a lot of
freedom in the way they do their work

2

2

2

4

4

2

2

2

5

3

4

7

The leader believes most
employees feel insecure about
their work and need direction

3

3

4

2

2

4

3

2

4

1

3

8

There’s frequent and supportive
communication from the leader
to the rest of the staff

2

2

4

4

4

3

5

4

5

4

3

9

You are allowed to
appraise their own work

2

2

4

3

4

2

5

4

5

4

3

10

The leader is the chief judge of the
achievements of the team

4

4

4

4

4

4

4

5

2

5

3

11

The leader makes the final decision
but includes team members in the
decision making process

4

4

4

4

4

4

4

4

4

5

4

12

The leader gives subordinates complete
freedom to solve problems on their own

3

3

2

3

2

4

4

2

5

3

3

13

The leader gives all the directions and the
employees are expected to follow

4

4

2

2

4

2

4

4

4

2

4

14

The leader encourages group
discussions

3

3

4

4

4

4

5

4

4

2

4

15

The leader has very little
authority over staff in the organization

2

2

5

2

1

2

2

1

5

1

2

16

The leader does not get too involved
with the team and does not
have discussions with them often

1

1

1

2

2

3

1

1

2

2

1

17

The leader gives fair praise and restrains
criticism as much as possible

4

2

5

2

3

3

2

2

4

2

2

18

You feel trusted by the leader
to make appropriate decisions
on your own

4

3

4

2

2

4

3

4

4

2

3

Source: Authors Construct, 2018. Note: 1) STRONGLY DISAGREE; 2) DISAGREE; 3) NEUTRAL; 4)
AGREE; 5) STRONGLY AGREE.
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Table 6. Relationship between leadership style and organizational performance.
Relationship

Frequency

Percentage (%)

Yes

8

73

No
Not Sure

1
2

9
18

Grand Total

11

100

Source: Authors Construct, 2018.

Nwokocha & Iheriohanma (2015) study that democratic leadership style encourages employees to participate in the decision making process of the organization. Leadership also allows for feedback from staff which motivated them. The
following was the outcome of an interview on the subject matter:

Here we are somehow fortunate to have a leader who listens to us in decision
making. Even though it is democratic leadership style which I think dominates,
she also sometimes uses other leadership styles when it becomes necessary. She
is dynamic (Focus Group Discussion with employees of TKDA, 2018).
In terms of the negative relationship, 9% of respondents mentioned that they
did not think there were opportunities to be creative and there was a delay in
implementation of activities from management. This corroborates the argument
that democratic leadership is often bogged down in its slow decision making
process and the results which could seem workable would always require a lot of
time and effort (Nwokocha & Iheriohanma, 2015) which may result in low pace
of performance and sometimes meeting target.
In terms of whether there was a best leadership model for high organizational
performance, 8 respondents representing 73% answered in the affirmative and
explained that a leadership that was democratic, giving freedom to staff to operate, very supportive of staff, providing staff the opportunity to be expressive and
creative would yield very high results in terms of performance. As advised by
Michael (2010), leadership style of an organization has a direct cause and effect
relationship upon organizations and their success. However, 3 respondents
(27%) did not think there was a particular leadership model that was without its
weaknesses. They explained that it depended on the type of a leader and how
he/she executed his/her duties as indicated in the interview below with the Executive Director:

Our organization majorly practices a democratic leadership style, however,
sometimes I can see management employing other leadership styles all in the interest of the organization (Interview with the Leadership of TKDA, 2018).
The excerpts above clearly augment the responses the researchers received
from the respondents in respect of the TumaKavi organization using different
leadership styles with democratic style dominating in the organization. It therefore goes to stress that it is imperative for organizations to study and adopt appropriate leadership styles at a given time necessary to realize set goals.
Respondents sharing their thoughts on leadership role towards organizational
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performance said that the kind of leadership style practiced by an organization
has a bearing on its output. Views expressed by respondents ranged from leadership playing a role of providing staff freedom and room to operate, setting
performance targets, providing the potential for staff growth, raising successors
through mentorship programmes and more involvement in decision making.
Generally, all respondents asserted that leadership is very crucial in the successful performance of an organization.

Because leadership is key to this organization, some of us are privileged to
have attended refresher training courses on leadership and this has had an impact on the way TumaKavi runs its operation. Looking at our successes, we can
say that it is due to the different leadership styles we practice and the kinds of
staff appraisal packages to motivate our staff to put in their best… (Interview
with Leadership of TKDA, 2018).
The excerpts give credence to Bass & Riggio (2006) and Luftman (2004) contention that effective leadership style(s) employed by an organization has/have a
bearing on organizational performance.

5. Limitation and Direction for Future Research
This study has provided deep insights of the impact of leadership style on the
organizational performance of TKDA. The study does not seek to make generalization of its findings as it studied only one organization with a small sample
size. This may reduce the applicability and scope of the findings of the research
in terms of generalization in other organizations with similar mandate. Hence,
future research should focus on widening the scope to cover leadership style and
its relationship among different organizations with similar mandate.

6. Conclusion
It was established by the research findings that the TumaKavi Development Association majorly uses democratic leadership style in its operations and this has
had a significant impact, positively on the organization’s performance. The results of this study also revealed that there is strong relationship between leadership style and organizational performance. On the basis of the findings of this
study, it was established that leadership style has both positive and negative effects on organizational performance. The study also discovered that leadership
of the organization sometimes employs other leadership styles such as authoritarian and laissez-faire where necessary in order to achieve its set goals. Also, the
organization’s performance has increased as asserted by the majority of the respondents. They felt encouraged to contribute their ideas and opinions, and were
more involved and committed to projects. For the few who were of the opinion
that performance was declining, decreased donor funding was the cause and not
directly a factor of the leadership style. The study therefore concluded that the
democratic leadership style practiced at TumaKavi Development Association has
significantly improved upon the performances of the organization.
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7. Recommendation
As the strength of the organization dwells much on democratic style of leadership, it is recommended that the leadership of the organization continues to employ more of this style of leadership in its operations. Also, it is recommended
that the organization should apply other leadership styles where necessary in this
dynamic work environment in order for the organization to wax stronger within
its industry. Since there is no “one size fits all” style of leadership, it is also recommended that management strives to use various techniques and methods as
the situation may demand to encourage staff to work harder to achieve organizational goals and improve performance further.
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