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ASTRACT
The study examined impact of leadership styles on organizational innovation focusing on selected banks in Asaba, Delta State. The specific objectives included exploring the relationship between democratic leadership style and the innovativeness of Guaranty Trust Bank, as well as evaluating the connection between transformational leadership style and organizational innovativeness.. The study employed a descriptive survey research design. A structured questionnaire was designed for the study, to enable researchers generate data were sampled for the study.  All the Guaranty Trust Bank (GTB), administrative staff of the Asaba Branch Delta State were sampled for this study. Stratified Random Sampling was employed to ensure representation across all administrative unit. Semi-structured interviews with management and some of the bank’s staff, were conducted to explore challenges, policies, and innovative practices in the bank’s leadership styles. Pearson Correlation was used to test relationships leadership styles and organizational innovation outcomes. Findings of the study revealed that leadership styles variables significantly contribute to organizational innovativeness with particular emphasis on democratic leadership style, and transformational leadership. This study concludes that leadership styles and organizational innovation are statistically and significantly related. The study also demonstrated that varying leadership approach fosters a blend of improved performance, operational efficiency, organizational innovativeness and immediate environmental benefits. It was therefore recommended amongst others that autocratic and democratic leadership approach be seldomly adopted to enhance commitment and improve employee innovative abilities.
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INTRODUCTION
Discussing change and the need for organizational innovation and/or creativity is a great start, but requires an active and a dynamic leadership to make it a reality. Almost all organizations operate in a dynamic environment, experiencing rapid changes in technologies and a constantly changing demands for innovative products and services. In a turbulent business environment where organizations want to be successful, they have to rethink their priorities and rejig their strategies to align with modern business models with technological advancements (Aagaard, 2018; Santos, Afonseca, Lopes, Félix & Murmura, 2018; Yoon, Thin, VTT, Im & Gim, 2018). Regarding sustainability and/or survival, organizations must develop new and unique approaches to attract and retain its identity. Whether the organization is doing a business or providing a service to the customer’s life, creativity and innovation can be a good solution to become flexible irrespective of the business environmental changes one may likely encounter. As innovation is critical to economic growth and development, fostering it both at individual and organizational level is paramount (Jung, Chow, & Wu, 2003). Where there are leaders, there are followers. As common with any top-down management practice, the way leaders behave sends strong signals to followers whether at the bottom or middle level.
Innovation seems to be integrally and fundamentally associated with change,absorbing attention and sapping  organizational resources away to achieve short-term goals. Leaders are people who are able to think and act creatively in non-routine situations. The performance level attainable by any organization in this dynamic age is solely dependent on how innovative executives, manage the snowballing digital economy we are into today. In order to adequately achieve short and long terms goals and objectives of every business organization or institution, full attention must be given to the leadership styles of top managers.

Innovative leaders are futuristic, not just satisfied with immediate success but focusing on and targeting long-term goals. They establish trust in their employees possibly making them to think critically of more alternative ways to conduct their businesses, improve on their professional demeanor and create wealth. Leadership style could be said to be the manner or approach in which direction is provided, plans are implemented, and workforce being motivated. Thus, it would be suffice to say that managers are known to provide directions to aid the achievement of set targets (Akinbode, 2012). Leadership in this context, could simply be described as an art of influencing people, to strive willingly towards a common goal attainment” (Igbaekemen, 2018). The leadership style adopted by some managers, depending on the nature of the problem, could be a function of the manager’s intellectual capability and creativity. No doubt, leadership has a major role to play contigent upon the peculiarity of the situation (Khan, Hafeez, Rizvi, Hasnain & Mariam, 2012).
Innovative leadership could also be said to be the ability to stir up or stimulate or arouse productive actions in oneself and others to enable creation, inventions, uncertainties, ambiguities, and/or risks. It is a required competency for organizations hoping to develop true innovative services. Hence, the crucial role it plays in creating an excited atmosphere and culture in organizations (Alghazo & Al-Anazi, 2016; Fry (2018). Hurduzue (2015) stated that effective leadership style promotes excellence in development of its members in the organization. The importance of leadership style can never be over emphasized as shown by a number of studies both in developed and developing countries (Babatunde, 2015; Iqbal, Anwar 2015; Mohammed, 2017; Paracha, Qamar, Mirza, Hassan, & Waqas, 2016; Zumitzavan & Udchachone, 2017). Lewin’s leadership style, however, appears to be a significant subject where leadership style is concerned as various studies have been conducted on Lewin’s leadership style (Yao, Woan, Li, & Ahmad, 2017; Omolayo, 2007; Benjamin, 2015; Longe, 2018; Kotur & Anbazhagan, 2018).

The banking sector has been experiencing drastic dynamisms that reflects the nature of competition and innovation in the sector. This kind of changes calls for investigation, evaluation and establishment of business parameters that are capable of revealing the relationship between the role of leadership and the factors influencing organizational performance through organizational learning and organizational innovation. Gmelch (2015) agreed that leaders be taught leadership skills to decrease unprofessional nature of leadership at administrative levels. Further argued by Packard (2018), indicates that one of the significant challenges faced by the many leaders today is inability to adapt to constant global environmental changes. These changes increasingly require flexibility and excellence from secondary school workers, because availability of equipment and machines in any work setting no longer guarantees performance. Performance requires among other things functional leadership, knowledge, skills, abilities and other human characteristics that all workers should possess for optimal effectiveness
Since corporations strive to have great leaders that can lead them to success, endless efforts have been put out by researchers to identify how best leaders operate. As a result, many leadership theories had been developed over the years. Billig, (2015) and Basit, Sabastian, & Hassan (2017), assert that Lewin’s Leadership Style which was developed in 1939 identified three leadership styles as: democratic, autocratic and laissez-faire. In 1964, “Grid” was established by Robert Blake and Jane Mouton. Hersey and Blanchard developed a leadership theory that is now known as the situational leadership theory (McCleskey, 2016). Transformational Leadership Theory focused on how a leader influences’ followers by his/her qualities (Basit, Sebastian and Hassan, 2017). For organizations to be innovative with tangible and intangible resources, effective and dynamic leadership is a prerequisite. Leadership style seems to have a strong impact on the innovation of organizations as Leadership behaviours that appear effective within one situational context may be seen as ineffective in another. This research sought to investigate and understand the nature of relationship between different leadership styles and organizational innovativeness.

Statement of the Problem
In an environment that is constantly changing and a world filled with turbulent transformations, without innovation, leaders and organizations are doomed to fail. An innovative leader may tend to create and sustain innovative spirits by changing an organization from within. This may not be easy as it requires enormous efforts and resources to catch up. Nigeria’s corruption level, coupled with vast socio-cultural diversity, yet-to-mature socio-political culture make the challenge even more critical for leaders with innovative vision for the future. Effective leadership style appears to be a misplaced priority in most institutions as there seem to be a departure from the reality - the usual leadership qualities. The welfare and interests of lower level employees have been dwarfed by selfish interests of some leaders coupled with the absence of shared activities/responsibilities lacking creative insights to sustain an organization.
Many Nigerian organizations have recorded cases of increased labour turnover, absence of shared responsibilities, redundancies, nonchalant/lackadaisical attitudes to work, inability to meet required obligations and many others. All of which have their negative consequences on organizational performance. Hence, effective leadership style seems to be a mirage because it is not always achieved. The fact remains! No organization would progress if a suitable leadership style is not appropriately adopted to engender team's ability to creatively resolve conflict, which is a mark of innovative leadership.
Leadership style of organizational leaders are varied and diverse due to the fact that there is no formal professional training as well as inconsistency observed in the job descriptions for leaders which lead to further uncertainty about their roles and accountabilities. Existing literature has not clearly defined the nature of relationship between laissez-faire leadership style; autocratic leadership style and democratic leadership style and innovation. Suffice to say that innovation cannot succeed without, fully present effective leadership styles.

Leaders set the pace and tone for  their followers, and if a leadership style so adopted is not forward-thinking, employees certainly would not be and may not see the need for it. There is a high degree of inconsistency in results obtained as to whether or not leadership styles correlate positively with innovation. Using the contingency approach, it can be argued that leaders use a particular or mix of styles in different situations. However, it is yet to be established in the banking sector, which style spurs creativity, which in turn, leads to innovation since some employees may be innovative when coerced, and others may not operate well under such situations. It would be apt to determine the style(s) that impacts innovation in the workplace. It is against this backdrop that this study seeks to examine the strength of relationship between leadership styles and organizational innovation focusing on Guaranty Trust Bank, Asaba.

Objectives of the Study
The main objective of the study was to examine the impact of leadership style on organizational innovation focusing on Guaranty Trust Bank, Asaba. Other specific objectives include:
1. To examine the nature of relationship between democratic leadership style and innovativeness of selected Nigerian banks.
2. To determine the extent to which transformational leadership style contributes significantly to organizational innovativeness of selected Nigerian banks.
REVIEW OF RELATED LITERATURE
Concept of Leadership
Leadership has various definitions but the central idea remains the same. Leadership could be said to be dynamic because it varies with circumstances, groups or individuals involved. A leader could be anyone who directs and controls the behavior or action of a group of people to achieve a common (set) purpose. It also has its inter-personal influences embedded in it. Gilbert and Freeman (2004) defined leadership as a process of directing and influencing task-related activities of a group. It is an art of liberating people to do what is required of them in the most efficient, effective and humanly possible manner (DePree, 1989). Nwachukwu (2007) supports this in his definition of leadership which is simply an art of influencing others to direct one’s will, abilities and efforts toward the attainment of a common (set) goal.

Leadership Styles
Leadership style could be referred to a consistent behavioural pattern as perceived by employees around a leader. Every leader develops a pattern or style while handling his subordinates. Thus, leadership style can also be said to be the outcome of a leader’s philosophy, personality, interactions, dealings and/or experience with/or towards subordinates. Garcia- Morales, Matias-Reche and Hurtado-Torres (2008) argue that leadership style has been identified as one key factor influencing organizational  innovation and performance as leaders have authorities to set clear/specific goals directed at innovative initiatives from followers.

The integration of organizational innovativeness is highly dependent on organizations- encouraging innovation (Mozhdeh, Wan and Amin, 2018). Supporting and encouraging innovative behaviours would share similar perceptions on common practices, procedures, policies and ways things are done within the organization. Therefore, organizations could be perceived on the basis of unambiguous behavioural tendencies, personalities, attitudes and/or feelings. Jong & Hartog (2003) support that innovative behaviours are closely associated with superiors’ leadership style since leaders are the ones to establish organizational goals, make decision, formulate policies on adopting and applying new ways of doing things and motivating employees (Tsai & Chen, 2010). Support for innovative behaviours in organizations may provide a better communicating atmosphere for followers and leaders leading to organizational innovation.
Organizations prioritizing innovation tend to embrace leaders sharing similar view about leaders’ characteristics and behaviours. Although, many studies report a significant gap between stated desire for innovation, and the unfortunate reality of employee resistance to change. Leaders could however, play a crucial role in bridging this yawning gap, by applying contemporary business theories, emulating the industrial economy gurus, establishing strong hierarchies, and maximizing productivity, standardizing and rationalizing every operational activity. By so doing, attaining the zero defects goal, eliminating risks and uncertainties could be achieved as long as there is relatively stable and predictable environment. But contemporarily, business environment has become more complex and unpredictable thus requiring  organizational change to remain competitive and successful. Leaders must in like manner, be willing to grow and move forward with emerging organizational trends and innovation. Organizational leaders greatly influence followers’ innovativeness as evidenced in extant studies indicating that several factors as leadership behaviours, characteristics or the likes significantly affect organizational innovation (Jung, Chow, & Wu, 2003; Gumusluoglu & Ilsev, 2009a; Makri & Scandura, 2010). Goleman (2016) in an article "Leadership that Gets Results" talks about six styles of leadership. In this study, these leadership Styles (Authoritarian, Paternalistic, Democratic, Laissez-faire, Transactional and Transformational) are explained.

Democratic Leadership Style
The democratic leadership style consists of the leader sharing the decision-making abilities with group members by promoting the interests of the group members and by practicing social equality (Foster, 2017). Democratic participation in leadership tends to be bounded by the organization or group needs and the instrumental value of peoples’ personality or attributes (skills, attitudes, etc.). The democratic leadership style seemingly embraces the perception that everyone, by virtue of their human status, plays a part in groups’ decisions. Nonetheless,  the democratic leadership style still requires regulation, supervision and control by a leader, particularly in decision making and right to participate or vote on the best course of action (Woods, 2017).

Extant studies support that leadership style is one most effective way of increased productivity, meaningful contributions from group members, enhanced group morale. Democratic leadership  style could lead to creation of novel ideas and creative solutions to problems since group members are usually encouraged to share thoughts and ideas together. However, it is not without drawbacks. it does have some potential shortcomings. In situations of role ambiguity, time, being of the essence, could lead to communication failures and incomplete projects (Matindale, 2018; Rukmani, Ramesh & Jayakrishnan, 2018; Ojokuku, Odetayo & Sajuyigbe, 2017; Mitonga-Monga, & Coetzee, 2017).

Transformational Leadership Style
This is reflective in leadership behaviour that elevates and broadens followers’ goals and motivates them to perform beyond the expectations specified in implicit or explicit exchange agreements (Bass, 1985, 1998). Such leaders employ a collaborative style for making decisions and sharing problems with followers as well as seeking consensus before making a final decision (Jing & Avery, 2016). Promoters of transformational leadership portraying transformational leader as an individual not limited by followers' perception (Schultz & Schultz, 2018 and Carless, Wearing & Mann, 2017). The foremost objective is working effortlessly towards changing or transforming followers' needs and redirecting their focus, reasoning and/or thinking pattern. Leaders adopting transformational leading style, challenge the status quo and inspire followers with a sense of purpose and excitement (Schultz & Schultz, 2016). A transformational leader creates a vision, a mind’s eye of what he/she aspires to be, and communicates same idea to followers. Feng, Huang, and Zhang (2016: 857) affirm that ‘transformational leadership is a necessary leadership practice to  keep pace with business and organizational dynamics and improve enterprise’s innovative capacity.’

Extant studies indicate that in spite of the importance of leadership styles for organizational innovation, little or scanty research has only been done on the nature of relationship between these (Mumford, 2002; García- Morales, Matías-Reche, & Hurtado-Torres, 2008; Jung, Chow, & Wu, 2008; Gumusluoglu & Ilsev, 2009a; Hsiao, Chang, & Tu, 2009; Oke, Munshi, & Walumbwa, 2009; Makri & Scandura, 2010). It has also been argued that these studies are not sufficiently beneficial and mostly studied in separate aspects (Imran & Anis-ul- Haque, 2011; Feng, Huang, & Zhang, 2016; Prasad & Junni, 2016).

Organizational Innovation
Innovation is defined as “the premeditated, deliberate introduction and application of ideas, processes, products and new procedures to relevant units of adoption, intended to significantly benefit individuals, groups, organizations, and the society at large” (West & Farr, 1990).  Innovative behaviours are fundamental to organizational change (Tsai & Tseng, 2010). As established by extant studies, organizations open to change, supportive of novel ideas generation and allowing employees to think critically and become problem solvers, are encouraging innovation (Jung, Chow, & Wu, 2003; Martins & Terblanche, 2003; Gumusluoglu & Ilsev, 2009a; Poppendick, 2009). Martins and Martins (2002) suggest that generating novel idea, risk-taking and decision making behaviours encourage innovation when accepted or adopted as a cultural norm in the organization.

Innovation is generally seen as being essential for sustainable and competitive advantage, embedded in organizational structures, processes, strategies, products and services (Gunday, Ulusoy, Kilic & Alpkan, 2011). Consequently, innovation has been considered as one most important determinant of performance (Adegoke, Walumbwa & Myers, 2012; Duran-Vazquez, Lorenzo-Valdés & Moreno-Quezada, 2012; Grant, 2012). Jung, Chow, and Wu (2008) suggest that supportive work climate would likely have moderating effect on organizational innovation. They noted that, absence of supportive work climate may only slightly inspire followers toward innovation (Jung, Chow, & Wu, 2008).
Leaders enhance organizational innovation directly and indirectly by shaping an organizational culture encouraging employees to spontaneously and easily discuss and try out innovative ideas and approaches, making them take risks and participate in decision-making, including eperimentations and other creative behaviours (Martins & Terblanche, 2003). Organizations exhibiting risks taking and experimentation are tolerable behaviours creating organizational values while increasing possible success and balancing moderate risk taking (Martins & Martins, 2002). Creating values supportive of risk taking increases leaders’ acceptance and helps in shaping organization’s innovativeness (Hasenfeld, 2009; Cummings & Huse, 1989; King & Anderson, 1990; Chatman & Cha, 2003; Jaskyte, 2004).

How Leadership Drives Innovation
Bridging the innovation gap between goals and reality often comes down to a single idea: doing, not talking. Organizations could be efficient if they had well thought-out strategies and strong execution process. Existing literature affirm that there are many contextual factors that also contribute to the individual’s innovative behaviour (Bani-Melhem, Zeffane & Albaity, 2018). For example, it has acknowledged that most of the employees shape or regulate their behavioural patterns by observing their immediate supervisors and coworkers, and following the behavioural norms of the firm. (Ng & Wang, 2019); (Mumford, Hunter & Byrne, 2009). That is to say, when the overall organizational environment is helpful to augment employees’ innovative behaviour, employees of that organization will normally attempt to follow these embedded norms and will act innovatively (Shanker, Bhanugopan, Van der Heijden & Farrell, 2017); (Williams & Foti, 2011) by watching their coworkers and leaders’ innovative behaviour (Al-Hawari, Bani-Melhem & Shamsudin , 2019); (Wang, Rode, Shi, Luo & Chen, 2013).

Once a particular environment is sustained in the firm, it becomes a guiding principle for an innovative work process that not only guides but also leads to more innovative behaviour (Wang, Rode, Shi, Luo & Chen, 2013); (Kruft, Gamber & Kock, 2018). In summary, the leaders who recognize an innovative firm’s environment are found to be more empowered, and they exploit their intellectual assets to succeed in a dynamic and challenging business environment, and thus exhibit innovative behaviour (Wang, Rode, Shi, Luo & Chen, 2013); (Mokhber, Khairuzzaman & Vakilbashi, 2018). Simply accepting forward-thinking employees and procedures is a good baseline for innovation, but it is not enough to establish it at an institutional level. To get there, leadership has to take a more active role. Research featured in a 2015 Forbes article points to 9 leadership behaviours that reflect this activity:
1. Innovative Leaders are Futuristic, not focusing on just the immediate success but also targeting long-term goals.
2. An innovative leader establishes Trust in his/her employees.
3. An innovative leader challenges the Status Quo, relying not on safe and comfortable paths but on their vision for improved decision making.
4. An innovative leader possesses expertise that requires innovativeness, displaying a professional curiosity about where the organization is heading to.
5. An innovative leader sets aspirations and inspires followers to set goals, challenging their employees to upscale and up their games rather than simply encouraging mediocrity and duplicating yearly performance
6. An innovative leader acts quickly and expedite action for innovation effectiveness.
7. An innovative leader craves Information, identifying key factor driving innovation. Innovative Leaders Excel at Teamwork, putting their own self-interest to the side in the interest of collaboration and group-based value creation.
8. An innovative leader values diversity and Inclusion. 


In a challenging business environment, an entrepreneurial leader can effectively direct the innovation process by facilitating their members in generating and realizing new ideas (Currie, Humphreys, Ucbasaran & McManus, 2008). Characteristics of the entrepreneurial leader also effectively improve the impact of other leadership styles on the innovation process of their businesses (Newman, Herman, Schwarz & Nielsen, 2018); (Kim, Park & Miao, 2017). Thus, active involvement is a must for leaders who wish to innovate their organization. Everyone aspires to be innovative, but in order to truly achieve that, setting an example and participating in all development-related business operations are essential steps. Successful leaders will inspire their teams and staff to foster an innovative culture. The second unchangeable law of creativity is organizational culture, but leadership is the first step.

The role of leadership is crucial to the vision, mission, strategy  and establishment of objectives,  policy formulation along with directing and coordinating efforts and organizational activities (Xu & Wang, 2018).Top quality leadership is essential to achieve the mission and vision along with coping with the changes occurring in the external environment (Harris, 2017). A leader's conceptual abilities apply strategic agility, judgment, innovativeness, interpersonal tact, and knowledge as well as cultural and geopolitical awareness (Dennis & Bridge, 2016).

Theoretical Review
The Trait Theory (1930's - 1940's)
This theory was propounded by Ralph M. Stogdill in the late 1940s who explained that an individual must possess the key personality traits and characteristics to be an effective leader and these traits are inherent by birth (Dalluay and Jalagat, 2016). Some of the core leadership traits based on this theory can be categorised as follows:
a) Physiological Traits: Height, weight, structure, colour, appearance and so forth.
b) Socioeconomic Characteristics: Gender, religion, marital status, age, occupation, literacy and earnings.
c) Personality Traits: Extraversion, self-confidence, patience, agreeable, reliable, honesty and leadership motivation.
d) Intellectual Traits: Decisiveness, intelligence, judgemental ability, knowledge and emotional attribute.
e) Task-related Traits: Attainment drive, dedication, initiative, determination and business expertise.
f) Social Characteristics: Socially active, cordiality and cooperation.
Some of the other traits being charisma, adaptiveness, creativity and uniqueness are also applicable to this theory. The trait leadership theory believes that people are either born or are made with certain qualities that will make them excel in leadership roles. That is, certain qualities such as intelligence, sense of responsibility, creativity and other values puts anyone in the shoes of a good leader. In fact, Gordon Allport, an American psychologist,"...identified almost 18,000 English personality-relevant terms" (Schultz & Schultz, 2015).The trait theory of leadership focused on analyzing mental, physical and social characteristic in order to gain more understanding of what is the characteristic or the combination of characteristics that are common among leaders. Many studies have analyzed the traits among existing leaders in the hope of uncovering those responsible for one’s leadership abilities! In vain, the only characteristics that were identified among these individuals were those that were slightly taller and slightly more intelligent.

The Contingency Theory
The contingency theory as proposed by Fiedler in 1964, describes leadership effectiveness as contingent upon the interaction of certain leader attributes with specific demands of the environment. The contribution of Fiedler’s work to the contingency theory lies in his recognition that situations in which leaders find themselves vary a great deal where different leaders experience greater success in certain situations than others. This study focused only on traits purposely to examine individual characteristics or traits that can distinguish successful from unsuccessful leaders. The contingency theory of leadership Fiedler pioneered evolved from a variety of trait approaches that dominated the earlier theories of leadership. Leadership style or behaviours exhibited are inherent in the functions of the leaders in their day to day activities. Ibukun, et al (2011) observed that there exists a significant correlation between traits and leadership effectiveness, however, maintained it cannot be concluded that a finite set of traits can distinguish successful from unsuccessful leaders. Although such aspects as personality appear to be significant factors, these are only a few of the many factors that can contribute to leadership effectiveness or the influenced process.

The relevance of this theory to this study is that a particular leadership pattern adopted by some leaders may somewhat work effectively for certain group, but may be totally ineffective for another group of subordinates. Thus, the leader’s ability to effectively lead and ably impact employees is contingent upon various situational factors. Interactions among these factors of a situation must be examined before any predictions about leadership effectiveness can be made (Levering, 2000).
Empirical Review
Mehmet and Zerger (2021) investigated the relationship between leadership support level and innovation. The study compared the effects of senior leadership support and direct supervisor support on public sector innovation, and the degree to which these innovations are internally or externally targeted. Using the 2017 Australian Public Service (APS) survey (n = 79,946), findings support both levels being positively associated with innovation. The findings added that, most innovations are internally targeted, and leadership level does not correlate significantly with the innovation target. The study contributes to current debates by unravelling and juxtaposing the effects of leadership at different levels in connection with innovation.
Alblooshi, Shamsuzzaman, and Haridy, (2021) analyzed the role of leadership in organizational innovation and reviewed several literature discussing these relationships between leadership styles and innovation. The study adopted a descriptive research design and reviewed sixty-four (64) journal articles on the relationship between various leadership styles and innovation. Findings revealed that various leadership styles had a positive impact on organizational innovation either directly or indirectly. It concluded that leaders could influence organizational climate, employees' and leaders' behaviours or other organizational factors like knowledge sharing. 

A study by Mozhdeh, Wan and Amin (2018) aimed at advancing the understanding of direct and moderated effect of transformational leadership on organizational innovation. Proposing a new framework for this study, the researchers identified the moderating effect of organization support for idea generating, risk taking and decision-making on the relationship between transformational leadership and organizational innovation. A sample of 63 companies from top 100 Iranian companies participated in this investigation. The results supported the aprori expectations of positive relationship between transformational leadership and organizational innovation. The results suggested that transformational leaders might not only promote innovative activity within organizations but also ensure innovative market success.

Ojokuku, Odetayo and Sajuyigbe (2019) investigated the Impact of leadership Style on Organizational Performance with a focus on selected but twenty randomly picked Nigerian Bank in Ibadan. Using a sample size of 60, the study developed a structured questionnaire used to collect data from the heads of units, heads of operations, and branch managers on face-to-face basis. Inferential statistical tool was used and one hypothesis was formulated to analyze data. Regression analysis was used to study the dimensions of significant effect of leadership style on followers and performance. The findings showed that there was positive and negative correlation between performance and leadership style. 23% variance of performance found in leadership style jointly predict organizational performance. This study concluded that transformational and democratic leadership styles have positive effect on both performance and followers, and are highly recommended to banks to remain competitive.
Abasilim (2014) conducted a study on Transformational Leadership style which mirrors leadership thinking. However, very little has been done on the relationship between transformational leadership style and organizational performance in Nigerian work context. This study used secondary data as its major source of data gathering. It was discovered that transformational leadership style has significant positive relationship with organizational performance and therefore recommended that secondary schools desiring to improving or ensuring optimal performance must adopt leadership style that fits the interaction settings in which the workers and leaders operate.

Al Khajeh (2019) examined Impact of Leadership Styles on the Organizational Performance, with a focus on six major leadership styles (transformational, transactional, autocratic, charismatic, bureaucratic and democratic). This study has provided deep understanding about leadership styles (democratic, transformational, bureaucratic and autocratic leadership styles which have a positive impact on the organizational performance. However, the charismatic and transactional leadership styles, have negative impact on organizational performance, since it does not provide opportunities and freedom to employee approach, with the help of survey instrument, based on a survey questionnaire. The secondary research has being done through review of previously established literature for achieving the research objectives. The findings suggest that charismatic, bureaucratic and transactional leadership styles have negative relationship with organizational performance. Transformational, autocratic and democratic leadership styles, had a positive relationship with organizational performance. It was recommended that organizations use the leadership style that enhances capabilities and abilities of people in the workplace.

In a study of Abdullahi (2015) on Impact of Leadership Style on Worker’s Performance investigating Guarantee Trust Bank Plc, Sokoto Branch,  examined the relationship between leadership styles of managers and the effect of the leadership style on workers performance in GTBank Plc, Sokoto Branch. For this purpose data were collected from three (3) branches of GTBank plc, in Sokoto. Quantitative research method was used and questionnaire, administered in collecting data. The results indicate that the X 2 = 89.2 for hypothesis one and X 2 =90.2 for hypothesis two. Therefore, the researcher recommends more cooperation to foster among stakeholders and employees and, set up a quarterly meeting  for leadership feedback, and adopt good transactional leadership style to boost workers’ morales which will in turn improve their productivity and performance.

Research Gap
Having reviewed empirical studies on related concepts, it was noted however, that very limited studies were done on leadership styles and organizational innovation particularly in Delta states and even in banks. Despite the overwhelming empirical evidence showing the link between leadership style and innovation, very few studies have been designed to trace systematically the causal path of the impact of leadership styles on innovation. Therefore, the purpose of this study is to systematically review the state of relationship of these study variables. From the reviews done empirically, most studies were mainly on leadership and organizational performance and in different states and used different research methods (varying sampling techniques/population and research tools). Again, very scanty empirical reviews were done in these studies. This study thus intends to bridge these research gaps by attempting a more holistic examination of the nature of relationship between leadership styles and organizational innovation, with a focus on its effectiveness and/or impact on followers’ innovativeness.

RESEARCH METHODS
The research design for this study was the survey research design used to assess the strength of relationship between leadership styles and organizational innovation. The study is quantitative in nature. This design was selected to enable the collection of both quantitative and quantifiable data in connection with study variables, which are then examined to determine patterns of relationship/association. The study population consists all the staff of Guaranty Trust Bank (GTB), located in Asaba – Delta State. These people were chosen because they have experienced various forms of leadership styles and organizational innovation. 86 (eighty-six) of them participated in the study. The simple random sampling technique was used because it allows every member of the population to be included in the survey (Saunders et al. 2009). Such that is representative of the larger population. The primary data collected were through the administered copies of the structured questionnaire designed for this study. This research relied on both primary and secondary data sources to achieve its objectives. All valid responses from the formulated hypotheses were assessed using the linear regression analysis with the aid of the statistical package for social sciences (SPSS) version 22.


DATA PRESENTATION AND ANALYSIS
Regression Analysis and Interpretation of Findings Test of Hypothesis One
H01:	There is no significant relationship between democratic leadership style and the innovativeness of Guaranty Trust Bank..




Table 1: Model Summary
Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.509a
	.259
	.248
	2.9641


a. Predictors: (Constant), Democratic leadership style
The results from the table above shows that changes in leadership style would result in 25% (.248) as exhibited by the adjusted R2 value. This implies that the democratic leadership style explains 25% of the change in organizational innovation.
Table 2: Fitness of the Model
ANOVAa
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	209.247
	1
	209.247
	23.816
	.000b

	
	Residual
	597.453
	68
	8.786
	
	

	
	Total
	806.700
	69
	
	
	


a. Dependent Variable: Organizational innovation
b. Predictors: (Constant), Democratic leadership style
The results from the table above shows the F- ratio test whether the overall regression model is a good fit for the data. The table indicated that democratic leadership style is statistically significantly and predicts organizational innovation, F (1, 68) = 209.247, p < .0005 (this indicates that the regression model is a good fit for the model).
Table 3: Regression analysis of democratic leadership style and organizational innovation
Coefficientsa
	

Model
	Unstandardized Coefficients
	Standardized Coefficients
	

t
	

Sig.

	
	B
	Std. Error
	Beta
	
	

	1	(Constant)
	2.416
	3.071
	
	.787
	.434



	
	democratic leadership
style
	.864
	.177
	.509
	4.880
	.000


a. Dependent Variable: Organizational innovation
Decision:
The table above shows that the critical value of .000 is lesser than the p-value of .005 as the R adjusted (Adj. r2) value is bearing a positive value of .509 showing the strength of the relationship. Therefore, the null hypothesis is hereby rejected and the alternate hypothesis which states that there is a significant relationship between democratic leadership style and organizational innovation

Test of Hypothesis Two
H02: There is no significant relationship existing between transformational leadership style and organizational innovativeness.
Table 4: Model Summary
Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.360a
	.130
	.117
	3.2129


a. predictors: (constant), Transformational leadership style
The results from the table above shows that changes in transformational leadership style could explain about by 12% (.117) positive change of organizational innovation as exhibited by the adjusted R2 value. This implies that the independent variables explained 12% of the variability of the dependent variable
Table 5. Fitness of the Model
ANOVAa
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	104.756
	1
	104.756
	10.148
	.002b

	
	Residual
	701.944
	68
	10.323
	
	

	
	Total
	806.700
	69
	
	
	


a. Dependent Variable: Organizational innovation
b. Predictors: (Constant), Transformational leadership style
The results from the table above shows the F- ratio test whether the overall regression model is a good fit for the data. The table indicated that Transformational leadership style is statistically significant and a predictor of organizational innovation., F (1, 68) = 104.756, p <
.005 (this indicates that the regression model is a good fit for the study. Table 6: Regression analysis of transformational leadership style and organizational innovation
Coefficientsa

	

Model
	Unstandardized Coefficients
	Standardized Coefficients
	

t
	

Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	6.51
8
	3.406
	

.360
	1.914
	.060

	
	Transformational leadership style
	.628
	.197
	
	3.186
	.002


a. Dependent Variable: Organizational innovation
Decision:
The results from the table above shows that the critical value of .000 is lesser than the p-value of .005 as the R adjusted (Adj. r2) value is bearing a positive value of .360 showing the strength of the relationship. Therefore, the null hypothesis is hereby rejected and the alternate hypothesis which states that there is a significant relationship between transformational leadership style and organizational innovation.
Table 7: Regression analysis of leadership styles that can predict organizational innovation
Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.606a
	.367
	.328
	2.8025


a. Predictors: (Constant), Democratic leadership style, Transformational leadership style
ANOVAa
	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	296.177
	4
	74.044
	9.427
	.000b

	
	Residual
	510.523
	65
	7.854
	
	

	
	Total
	806.700
	69
	
	
	


a. Dependent Variable: Organizational innovation
b. Predictors: (Constant), Democratic leadership style, Transformational leadership style
Coefficientsa
	




Model
	
Unstandardize d Coefficients
	Standardiz ed Coefficient
s
	




t
	




Sig.

	
	
B
	Std. Error
	
Beta
	
	

	1
	(Constant)
	- 6.61
9
	4.057
	
	-1.631
	.108
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a. Dependent Variable: Organizational innovation
Transformational leadership style
-.084

Democratic leadership style
.576



.237
.209

-.048
.339

-.356
2.760

.723
.007

The transformational leadership style seems not to be significant given the beta value of -0.48 and a p-value of .723 which is > the p-value of .005. It shows a negative relationship while democratic, happen to be positively significant predictors of organizational innovation.

SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS
Summary of Findings
A critical evaluation of results of the findings reveal that leaders’ leadership style could impact workers either positively or negatively. This deduction is premised on the fact that the proposition made in this study was found to be positively and significantly interrelated. The highpoints of this study are thus highlighted hereunder:
1. From the result of the hypothesis one, it was observed that changes in leadership style would result in 25% (.248) as exhibited by the adjusted R2 value, bearing a positive value of .509 showing the strength of the relationship. Therefore, it is implied that there is a significant relationship between democratic leadership style and organizational innovation
2. The results of the hypothesis four shows that changes in transformational leadership style could explain about 12% (.117) positive changes in organizational innovation as exhibited by the adjusted R2 value, bearing a positive value of .360. This indicates that transformational leadership style is positively significant to organizational innovation.
Conclusion
This study aimed to explore leadership styles to improve employees’ innovative behaviour focusing on Guaranty Trust Bank (GTB) staff. Based on social cognitive theory, this study has examined the impact of leadership styles on employees’ innovative behaviour. The study also explored the mediating effect of a firm’s innovative environment in connection with leadership styles and employees’ innovative behaviour. In line with the previous research findings of Douglass (2018) and Bagheri (2017), results of the present study suggested that leadership styles have a significant positive impact on employees’ innovative work behaviour. The findings also confirmed that, at high level, leadership styles strengthen the positive relationship between leaders and employees’ innovative behaviour. On the basis of such varying result, this study concludes that leaders should vary their approaches of leadership so as to achieve a blend of improved performance/productivity/innovativeness without undermining workers’ satisfaction level.

Recommendations
Premised upon findings of this study, the following recommendations have been made:
(i) An independent appraisal of leadership style adopted by leaders should be carried out with relevant educational regulatory bodies to check abuse of power.
(ii) There should be periodic reviews, appraisal of leadership structure and pattern through the institutionalization of weekly, monthly, bi-annual or annual meetings and/or conferences in order to bridge gaps and effectively work on deficient aspects of leadership.
(iii) The transformational leadership style should be adopted as it engenders more commitment and drive on the path of workers to move the organization forward.

Contribution to Knowledge
The study contributes to the existing body of knowledge by investigating the impact of leadership styles on employees’ innovative behaviour focusing on Guaranty Trust Bank (GTB) staff. To the best of researcher’s knowledge, this study is the first attempt on leadership styles and organizational innovation, domain in Asaba, Delta State, to improve employees’ innovative behaviour in this context. The findings of this study well validates the predictions of previous research works and could thus be used to reliably make deductions and recommendations for leaders and their followers/workers. This study contributes to the existing body of knowledge not only by directly exploring the impact of leadership styles on organizational innovation, but also by highlighting varying leadership styles adopted by most leaders and the impact of each on followers’ innovativeness. This aim was addressed in empirical studies, using data capturing all the relevant study constructs.
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