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Abstract: Better understanding need to be developed on leadership theories and management performance in
organization. The main aim of this study is to identify best styles of leadership that can raise management
performance in an organization. Data for this current study were obtained from previous literature on leadership

theories and management performance in orgamzations. From the literature review of previous studies, it was
concluded that for better management performance in organizations, transformational leadership styles 1s lughly
needed because many literature are in support of this leadership style.
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INTRODUCTION

Leadership concept is a phenomenon that draws the
attention of academics and practitioners mn various fields.
Over the years, there have been numerous defimtions on
leadership. Many past literatures have concluded that
there are important differences between the two terms:
manager and leader. According to Squires, tasks such as
allocation of roles, coordination of the allocated activities
tasks and monitoring the everyday operation of the
organization resources needed to achieve organizational
goals and processes are all functions of a manager.
Meanwhuile, how the research 1s being carried out to meet
the desired aspiration of the organizations is the concern
of the leaders.

According to Bryman et @l (2000), leaders with
periods of turbulence while managers are associated
with periods of stability; there is hardly any need for
leadership when there i1s peace and satisfaction among
the people. From another point of view, the need for
leadership is highly needed if the condition and human
situation is at stake, this stake conditions will urge
someone to move forward and imtiate a change for the
betterment of the people (Temple, 2002). Leaders focus on
the vision and aspirations of the future and by developing
a well plan system that is needed to bring about those
changes needed to aclieve that aspirations and visions.
Meanwhile, creating guidelines and procedural steps in
achieving those results are the functions of the managers
(Temple, 2002).

Maintaming and creating a sense of wvision,
interpersonal relationships and culture in an organization
is being termed as leadership, meanwhile, supporting,
monitoring and coordinating the activities of an
organization 1s being term as management (Day, 2000).
Leadership has a broader concept than management
as was proven by Hersey and Blanchard (1988).
Management 15 a sub skill of leadership n which
achieving organizational goals is of ultimate importance.
To achieve an organmizational goal, it mvolves leaders
working with and through people so as to achieve this.

Leadership to some peoples means different things.
Importantly, it reflects the believe that mvolves an
influence process whereby unintentional/intentional
influence is imposing by the leader over followers
whether in an informal or formal setting. Meanwhile,
management 1s a physical and mental process in which
followers are to carry out a prescribed assignment and to
complete certain organizational tasks and objectives.

Therefore, this study discusses the various
leadership theories and management performance m an
organization. This study aim is to buttress the role of
leadership and management in achieving a set goals and
objectives of an organization with believe that it will serve
as ways for appreciating the various styles of leadership
of manager that could be adapted to suit different
situations n our orgamzations. The study will extensive
relies on review of various literatures to make content
analyses and argumentative of leadership styles and
theories and performance of managements in
organizations.
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REVIEW OF LEADERSHIP THEORIES

The early trait approach to leadership up to the late
1940°s believed that leadership ability is born not made
(Bryman et al., 2000). Tt was believed that people became
leaders basically on these traits that were inborn with
them such as language ability, appearance and
mtelligence. In view of thus, in the early traits theory,
researchers focussed their attention from the individual
characteristics of the leaders to a concern style of
leadership put m by the leaders. They asked tlus
question, if one leadership style i1s more effective than
another leadership style. Later, attention was shifted from
a concern of to who is the leader and what the leader does
(Hughes et al., 1994). There was an endless, search by the
researchers to 1dentify persenality, emotional, mtellectual
and cultural and other personal characteristics of
successful leaders (Triandis, 2006). Tn the early time, it
was thought that personality traits of leaders 1s what 1s
being wused to describe or explan leadership
(Hollander, 1978). The quality that makes up of leadership
traits are courage, wisdom and characteristics, nowadays,
one might still admire someone with these characteristics
and would not assume they ensured effectiveness for
particular set of leaders functions (Day, 2000).

Many researches had shown that the problem of
assessing leader’s effectiveness is more complicated than
identifying who leaders are as was observed by Botha.
There was a trait that is most associated to leaders
from their study that is leaders are more intelligent than
non-leaders. Other studies also supported this that
leaders are more intelligent than followers (Tomas and
Inkson, 2004).

However, dissatisfaction with the early traits theory
on leadership sparked a series of research studies, mainly
on what the leaders does and how they did it. There was
a sudden shift between the late 1940°s to the late 1960°s to
the behavioral approach of leadership which advocates
that leadershuip effectiveness as to do with the way a
leaders behaves. The main aim of this style of leadership
is that there is a belief that there is a particular style the
effective leaders used to lead groups of individuals to
achieve certamn aim, objectives and goals of the
organization which result in an mereased productivity and
employee morale. Meanwhile, behavioral leadership
focused on leadership effectiveness not like traits theory
that focused on emergence of an ndividual as a leader.

The behavioral approach of leadership, researchers
carried out their research on behavioral approach to
leadership in the Ohio State studies and University of
Michigan studies. Ohio State studies mvestigated the
pattern of behavior of persons to be a leader by looking
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at those who satisfy common needs for the group. These
studies came out with two independent leadership
dimensions which are comsiderations and imitiating
structure. Considerations emphasis on employees
oriented styles of leadership while initiating structure
is analogous to a task oriented style of leadership
(Bryman et al., 2000). Equally at the same time when this
research was going on m Ohio State University, a series
of researches on leadership studies were also in progress
at University of Michigan. The main objectives of this
research or studies were to look for the best styles of
leadershup behavior that will result in mereasing
research group performance and satisfaction. This later
came out with two distinct leadership styles which are
developed from the studies: job center leaderslup and
employee-centre leadership.

Researchers recognized the limitation of the
behavioral theories and began to redefine and develop
new approaches to the study of leadership. The
contingency approach on leadership suggests that
leadership effectiveness is basically dependent on
situation the leaders found themselves which means
leadership This
approach became popular in the late 1960°s to the early
1980°s. Tts” argument was that one particular styles of
leadership might be effective in one situation and might
not be effective m other situation Contingency theory
was authorized by Fiedler (1967) which viewed leadership
effectiveness as contingent upon the interaction of
certain leader’s qualities with special demands of the
environment. Contingency theory lines in the situation
that the leaders found themselves, this vary a great deal
that different leader’s exhibit different behaviours in
certain types of situation they found themselves. It was
late proven that particular styles of leadership may
therefore research effectively on ome group or
organization but may total ineffective for another group of
worlers. Tt was later concluded that leadership styles is a
situational base (Wang and Clegg, 2002).

Furthermore, for a quest for better styles of
leadership styles in the mid 1970’s, there was a sudden
move to integrate theory paradigm which combines, the
early trait, behavioral theory and contingency to explain
influencing and succeful leader follower relationship.
However, this recent approach later focuses on visionary
leader and charismatic leader which was a term used to

effectiveness based on situation.

describe leader who can lead but who do not hold
sanctioned office by sociology called Max Weber
(Temple, 2002). This gave way to the concept of
transactional and transformational in the late 1970s.
Transactional leadership style 15 being based on
traditional bureaucratic authority and legitimacy. In a
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stable business environment, it was mdicated that
transactional leader emphasizes on work principles,
standards, clarification of goals and equipment
(Bass, 1997). Adequacy of the follower performances
depends on the types of reward or disciplines get from the
(Sarros  and Santora, 2001). Transactional
leadership work withmn the framework of self-interest of
their constituency and 1s known to change promises for
votes (Bass, 1997).

Meanwhile, the cwrent competitive organization
environment needs a leadership styles that can stand the
organizational survival and performances which gave way
for transformational leadership styles (Bass, 1997).
Positive result continues to emerge on the effects of
transformational leadership this is what gave the research
on it to become somewhat self-sustaining (Bass, 1994).
Transformation of followers, value, belief, capabilities and
needs are the concern of transformational leadership.
Transformational leaders, mspired common goals and
aspirations that transcend followers and mndividual
needs which result in the attainment of major
transformation in an organization and work-place
effectiveness.

Moreover, reviews of literature on leadership theories
as shown that transformation leadership is positively
correlated with leadership effectiveness (Bass, 1997).
Transformation leadership 13 the continuation of
transactional leadership styles and this evidence was
shown by Pruijn and Boucher (1995). Leaders may
display transactional or transformational leadership
styles because this two leadership styles are not mutually
exclusive (Bass, 1997).

leaders

LEADERSHIP AND MANAGEMENT

In organizational studies, leadership and management
are important issues. There has been a renewed interest
on the two concepts from the early 1990°s to present. To
distinguish and show relationship between the two terms
has been the focus of the researchers. In the present day,
organizational environment, managers are facing many
organizational challenges in the aspect of leading,
through sacrifice, confidence and motivating followers
i achieving orgamzational objectives. Organizational
objectives are being achieved by manager by worlking
within the system and by using both people and
equipments to meet the specific target while directions 1s
being set by the leaders to bring project and visions to
reality by gaining employees commitments. Tn fact for
organizations to be successful it needs both managers
and leaders in achieving therr aims and objectives
(Lok and Crawford, 2001).
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Activities of management is very crucial to any
business, managers provide what needs to be done on
daily bases in order to carry out the organizational
functions while the management functions 1s beng
accomplished by the leaders in complementing the
functions or effort of the managers in the organizations.
According to Lok and Crawford (2001), it was revealed
that one of the strong factors that contribute to
organizational
transactional leadership styles. Transformational and

success 1s  transformational and
transactional leadership styles are being used to
distinguish between leadership (relationship oriented) and
management (task oriented) and this 1s bemng used in
related to organizational performances (Sarros and
Santora, 2001; Bryant, 2003).

Meanwhile, it 1s bemng referred to by some
scholars that transactional leaders is to managers and
transformational leaders 1s to leaders (Sarros and Santora,
2001). It was being held by the scholars that leadership
and management are not the same. This was based upon
on their argument that managers role 1s to plan, organize
and implement the views of the visions of the leaders
while leadership 13 all about commumicating and
developing a vision. That means, the desire to achieve the
leaders’ ends based upon the managers. Transactional
leaders are described as the leaders which are rated as
task and reward-oriented, structure and passive while
leaders that are described as transformational as
influential charismatic and inspiration (Bryant, 2003;
Moore, 2007).

Articulating to followers the problems in the current
organization and a compelling vision and focus of what a
new organization would look like or would be, it the vision
and aspiration of a transformational leaders meanwhile
the cultural maintenance form of leadership which seeks
to clarify or strengthens existing research standards, tasks
and management by exception is the aspiration and vision
of a transactional leaders. Personality leadership traits
depends on each dimensions represented by an option
that can be employed to shaped strategies and structures
in an organizations (Bryman e al., 2000).

In transactional leadership, once the business 1s
completed between the parties, the agreement between
the parties may be redefined or may end meanwhile there
15 more enduring especially when the change process 1s
well designed and implemented in transformational
leadership. There 13 promotion of stability in transactional
leaders while creating significant change in both
organizational and followers are in transformational
leaders (Day, 2000).
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PERFORMANCE AND LEADERSHIP

For the collective goals of the orgamization to be
achieved, individuals must set aside the personal goals
for the effective performances of the organization
(Cummings and Schwab, 1973). Nature of performance 1s
defined by the organization itself in an organizational
context (Cummings and Schwab, 1973). One of the
paramount importances to the achievement of any
organization the employees. Individual
organizational performance 1s beng wmfluenced by
effective leadership which enables greater participation of
the entire workforce.

1s and

Leader’s ability to optimized human resources 1s a
reliant to orgamizational success. An employee motivation
is one of the paramount things good leaders should
understand in achieving organizational goals and
objectives (Bass, 1997). Effective and stunulating
relationship between the people must be mvolved in the
organization for effective organizational performance
(Day, 2000). Tt is agreed that leadership effectiveness is
being needed in orgamizations the
organizational performance and if there 1s not that means
the organization will suffer in it neglect.

Furthermore, effective performance of an organization

for effective

15 widely dependent on the leadership quality and
effective behavior which must interest the attainment of
desires of the followers (Bass, 1997). A research
undertaken by Booysen and Van wyk (Swanepoel,
2000), 1t was out rightly discovered that outstanding
leaders are seen to show a direct and strong vision in
increasing organizational performances. Advanced level
of leadership 1s needed by firm n this world of escalating
competitive technological advances and of changing
employee’s attitudes n an orgamzation. This later
demonstrated on the importance of leadership to
organizational performance. Leaders make a difference to
whether their organizations succeed or fail also, makes
difference in theirs subordinates performances in the
modern business environment (Bass, 1997).

Meanwhile, it is argued by Kotter (1988) that effective
and dynamic leaders 13 needed in the sigmficant shift of
the business environment such as the need for more
participation of the total workforce and change in the
competitive intensity. Leadership has been the most
thorough  organizational that has
mvestigated and has the potential impact on employee’s
performances (Cummings and Schwab, 1973).

According to Cummings and Schwab (1973), it is

variables been

stated that there 13 a positive correlation between
leadership traits or leadership behavior and employees
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performance in an organization. Meanwhile, it was later
indicated that this literature was not empirically proven so
therefore, it cannot stand over time (Fiedler, 1967). An
organization excellent begins with a dynamic excellent
leadership and successful organization as the reflection of
dynamic leaders which basically made leadership as a
critical factor m the success and failure of the
organizations (Bass, 1997). When the influences the
leaders exert over their subordinates, work towards
achieving orgamzational performances it makes the
leaders more effectives (George and Jones, 2000).

PERFORMANCE MANAGEMENT

One of the things that are mnportant to people and
organization performance. The
organization depends on its people; people are the

is success of an
greatest organization assets and individual and people
have learned about the role of people in an organization
(Temple, 2002). In raising performance in an organization,
human resources is absolutely critical in doing this
(Temple, 2002). Organizational performance i1s the
culmination of the performance of many mdividuals
(Day, 2000). Effective human resource management and
development strategy is an integral part of performance
management (Hellriegel et al., 2004). The process where
the employee with the assistance of the employers tries to
improve the employee’s individual performance in an
organizations and his contribution to wider objective is
termed as performance management (Hellriegel er af.,
2004).

Furthermore, the process that begins with the
translating of the overall strategies objective of the
organization into clear objectives for each individual
employee 15 the performance management (Amos ef al.,
2004). The employee’s lucid understanding of the
organization’s expectations the beginning and
performance management

is
developing of first-class
(Day, 2000). Managers must make an individual or teams
perform to a large arena to elevate and sustain the level of
worl performance in an organization (Hellriegel ef al.,
2004). Reliant on the support of an organization
management 1s the success of performance management
system. of personal development
achievement must be seen in performance management

Reward and
system (Day, 2000). Employee has confidence in their
research and management support 1s also being
recognized by them (Cherrington, 1994). Better
performance of employees, strengthens relationships and
self motivation via open communications between
managers and employees are tools of motivations used by
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a good performance management system in motivating
their employees (Baird, 1986). The link between an
organization mission, strategic direction and they require
employee performance is the performance management
(Temple, 2002).

CONCLUSION

Conclusively, the swrvival and growth of any
business organization depends on its people because a
considerable proportion of the value of an orgamzation is
determined by both leaders and management. From the
review of the literature on leadership theories and
management performance, 1t was argued that leadership
effectiveness has a positive influence on management
performance in an organization and it is also agreed from
the literature that leadership styles is also instrumental to
management performance i an organization.

The current business organization environment
requires a style of leadership that can raise the
employee’s productivity and also improve management
performance m an orgamzation (Kotter, 1988). The needs
to ensure effective and long term survival of an
organization is being satisfied by transformational leaders
and it is also believed to have a constructive impact on
the effectiveness and management performance m an
organization.

It is concluded from the literature that transactional
leaders is ineffective when talking of transformational
(Meyer and Botha, 2000). And that
transformational leadership 1s strongly correlated with
high management performance
leadership mn an orgamzation (Meyer and Botha, 2000).

leaders

than transactional
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