I mproving Staff Performancethrough Visonary
and Trangparent L eader ship

Ajiboye, D. 1.
Department of Business Administration and Management,
Mai Idriss Alooma Polytechnic Geidam, Yobe State, Nigeria.
E-mail: deleidrisajiboye@yahoo.com

Anyebe, M. O.
Department of Arts Education,
Faculty of Education, University of Jos, Pleateu State, Nigeria.

Adigun,E.S.
Department of Statistic,
Mai Idriss Alooma Polytechnic Geidam, Yobe Sate, Nigeria.

Alexander,H. S.
Department of Mechanical Engineering,
Mai Idriss Alooma Polytechnic Geidam, Yobe State, Nigeria.

ABSTRACT

Organizational growth and devel opment is hinged on a number of factors,
vital among themar e staff performance and |leader ship impact. Thisreview
examines how visionary and transparent leadership can influence staff
performance in a positive direction. The study whose major aim is to
evaluate the relationship between visionary and transparent leadership
and staff performancerevealsthat Visionary and Transparent |eader ship
are therefore required to reconcile and utilize constructive abilities,
views, points, attitudes and ideas in performance of group task and
achievement of organizational goals in continuous and sustained ways.
The study concludes that leaders establish direction by developing a
vision of the future, and then align people by communicating the vision
and inspiring them to overcome hurdles. Sequel to the above, the study
recommends among othersthat leaders areto bevisionary and the vision
must be revealed to followers to ensure that they are carried along in the
mission of the organization.
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INTRODUCTION

Thereishardly any organization that ever existiswithout aleader. Leadersareneeded
inall fieldsand at all levelsof lifeto givedirection for teamwork, set examples,
share dangers, and hardship on equal footing with theworkersto accomplish set
objectivesof the organization in an effective and efficient ways. Leadershipisa
personality trait but onethat managesisincreasingly required to demondtrate. To
beasuccesstul leader, you must also bean entrepreneur. L eadership issynonymous
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with entrepreneurshipin that both must seek opportunities; initiates project, gather
thephysicd, financia and human resourcesneeded to carry out theprojects. Leaders
haveaset of innatetraitsthough thereareauthoritarian, lai ssez-faireand democratic
leaders. L eaderstend to bedistant and work-oriented or sociable and interaction-
oriented. Leadersinitiate and promote an inspiring vision of change. Thereare
transactional |leaderswho make only incremental changes and transformational
leaderswho makerevolutionary ones. Visionary leadersarethe buildersof anew
down, working with imagination, insight and boldness. They present achallenge
that callsforth the best in people and bringsthem together around ashared sense of
purpose. Their eyesare on the horizon, not just onthenear at hand. They aresocial
innovator and challenge agents, seeing the big pictureand thinking strategically.
Thereisaprofoundinterconnectivity between theleadersand other componets of
the organisation, and true visionary leaders serve the good of thewhole. They
recognizethat thereissometruth on both sidesof themost polarizedissuesin our
society. They search for solution that transcend the usua advertorial approaches
and addressthecausal leve of problems. They find ahigher synthesisof the best of
both sides of anissue and addressthe systemic root cause of problemsto create
redl breakthroughs. However, most often, wearetreated to thedistinguished portraits
of corporate visionarieson the coversof the glossy busi ness magazines— CEO of
theyear and weread laudatory articlesabout their clever dealsand astronomical
bonuses. Thenfiveyearslater their companieshave suffered areversa of fortunes,
and aredifferent in receivership and the leadersare nowhereto befound.

Visionary and Transparent Leadership
“Vision” isoneof these overworked buzz wordsthat does not precisely capture
what isintended. Visonissmply thefaculty to seeand it doesnot specify whether
what isseeniscloseat hand or far away or isto be pursued or isto be avoided
(Senge, 1990). Theleader withvisonisgenerally thought to seefar into thefuture
withremarkableclarity. What thismeansisthat theleader providesclear goasand
direction to which otherscan orient. Successful organizations have one major
attribute that set it gpart from unsuccessful organizations— Dynamic and effective
|eadership who make things happen and not just watch things happen by chance.
Drucker (1954) pointsout that |eadersare the bas ¢ and scarcest resources
of any organization hence, organization continuesto search for effectiveleaders
and they arenot easy to comeby. Thisshortage of effectiveleadershipisnot confined
tobusnessbutisevidentinthelack of ableadminigtratorsin Government, Education,
Foundations, Religioussettingsand every other formsof organization. Thus, when
wedecry the scarcity of |eadership talent in our society, we are not talking about
lack of peopletofill adminidrative positions, what weareagonizing over isascarcity
of peoplewho arewilling to assume significant leadership rolesin our society and
who can get thejob done effectively. An overview of the Nigeriaproblem can be
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attributed to leadership probleminthereligiousand government settings. Whena
round peg isfixedinasquare hole, thereisno way that the functionality can be
perfect. Thevision of aleader will determinethe motion throughwhich hedrives
and direction he goes coupled with hisdestination. Nwachukwu (1988) defines
leadership asasocial influencing processfor attainment of gods. A leader ought to
bethemost influential personwithinthe organization, leadersare meant to provide
directions, guide group activitiesand ensure that such group activitiesareresult
oriented. They areto enthusiastically persuade others (followers) towardsthe
achievement of group goals.

Attah and Gambori (2003) say |eadership isaprocesswhere one person
exertssocia influence over membersof agroup. A leader then isaperson with
power over others, who exercise the power for the purpose of influencing their
behaviour. Leadership isaprocess by which aperson exertsinfluence over other
peopleand inspires, motivates, and directstheir activitiesto hel p achieve group or
organizational goals(Gareth et a, 2006). The personwho exertssuch influenceis
aleader and when leadersareeffective, theinfluencethey exert over othershelpsa
group or organization achieveits performancegods. When leadersareineffective,
their influence does not contributeto, and often detractsfrom goal attainment.

Heinz and Harold (2005) defineleadership asinfluences, thet is, theart or
processof influencing people sothat they will strivewillingly and enthusiastically
toward the achievement of group goals. Ideally, people should be encouraged to
develop willingnessto work abovethat, willingnessto work must be coupled with
zeal and confidence. Zedl isardor, earnestness and intensity in the execution of
work. Khanka(2009) defines|eadership asaprocessof influencing group activities
towardsthe achievement of certain goas. Peopleworkingin organizationsneed to
be led to work on a definite direction to accomplish the organizational goals
successtully. Without leadership, an organi zation or Nationwould beonly aconfusion
of machinesand people.

Visionary and transparent leadership istheahility to cresteand articulatea
realistic and attractivevision for the future of an organization. A visionary and
transparent leader must be onewith long range perspective, who can conquer the
context —volatile, turbulent, ambiguous surroundingsthat sometimes seemsto
conspireagainst hiswish. Such leadersareinnovatorsand originals. They develop
andinspiretrust fixing their eyeson the horizon, chalenging statusquo and ensure
that theright thingsaredone. It isoften said that leaderssinisleading sin and when
theleader isvisionless, therewill beno direction for theled and such organi zation
may |ost their focusand goals. Some peoplefelt that leadersare born while some
arguethat they are made and thishas perplexed researcher for decades and this
hasimplication onthispainstakingwork. If |leadersareborn, why spend timereading
and developing skills?, leadership successor failure can bedetermined. If leaders
aremade, then everyone can become aleader and thereishopefor usall.
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These perspectivesarequitedifferent, and their implicationsfor thetraining
and development of leadersareprofoundly different. If leadership ability isgenetically
determined, training could hardly play aroleinitsdevelopment. But if leedershipis
learned through experience, training might aswell be used to develop new skills
and to help synthesi ze past experiencesinto useful insight (Conger, 1992). We
have seen peoplewho just show upin leadership but successrequired morethan
just showing up, it requiresthe knowledge and application of tested behavioura
science concept plusthe”timing” skillsto get thingsdone. Thiswork isto postulate
theknowledgethat will devel op the skillsnecessary to be high performing leader.

Leaders as Vision Creators

L eadershipismaking what you believeto happen. Every country’slegacy hasmany
examplesof courageous men and women who have madewhat they believed to
happen under extremely challenging conditions. Thesewere peoplewho saw the
need for action, believed in what they were doing, inspired othersand in spite of
incredible odds, changed theworld. Thisistheessence of leadership. Thesemen
and women sought |eadership rolesand accepted the responsibilitiesthat were part
of theseroles. Doing thisisaleader’ sduty —to makewhat you believeto happen,
something that flowsout of your corevalues, and you makeit happen. Visonisa
corepart of aperson or organization, theinner being that reveal sitself inthoughts,
concepts, and dreams. Visionisconceiving of impossiblethings.

It createsthe potential sfor successand turns potentialsinto results. Vision
at timesiscalled by different namessuch aswill, purpose, charter, or gods, whatever
thenname, thereremainsapicture of thefuture painted by the organization’score
valueand desire. Thesingledefining quality of leadersistheir ability to createand
realizeavison (Bennis, 1995). Hence, leaders should bevisionary. Loeb (1994)
saysthat all theleadershaveastrongly defined sense of purpose, when you have
an organization wherethe people are aigned behind aclearly defined vision or
purpose, you get apowerful organization and reliableresults.

Anéeffectiveleader leadsthrough avision, ashared set of values, and shared
objectives. It istheresponsibility and duty of top leadersto createavisionfor the
organization and to articulate thisvision into concrete strategi es, solid management
systems, and informed resourcedl ocati onsthat enablean organizationto accomplish
results. Visonisastatement of missionand you will agreewith methat missonwill
determineyour motion. The speed at which an organization growswill bedetermined
by thevision of theorganizationa |eadership. Staff, who areat the operational level
can only operate and dischargetheir responsi bilities based on actudization of the
leadershipvison.

Leadership Stylesand Their Impact on Staff Performance
Researcherssuch asBlake and Jane (1984) have argued that thereisonebest style
of leadershipwhichisastylethat maximizesproductivity and satisfaction, growth
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and development in all situations. However, further researchesinthelast several
decadeshaveclearly supported the contention that thereisno one best leadership
style. Successful and effective leaders are able to adopt their style to fit the
requirementsof the situation. Nwachukwu (1988) sees|eadership stylesfromthe
perspectiveof empirical research conducted by Leland Bradford and Ronald Lippit
of the University of Jowawho identified three major |eadership stylesnamely.
Democratic style, Autocratic styleand laissez fairestyle

Democratic Style of Leadership and it Influence on Staff Performance:
Thisleadership style otherwise call ed participation leadership styleistheonewho
consultswiththeir subordinate on proposed actions and decision and encourages
their participation. Thisstyleof |eadership allowsdecision making to be central
and encourages subordinate participationingroup action. Thisstylegivesthefollower
asense of belonging and feelsthat they are part of the organization. From the
studies conducted by Leland Bradford and Ronald Lippit, a summary of this
|eadership influence on followersis summarized asfoll ows (Nwachukwu, 1988).
0] Decisonmakingisshared among theleadersand followers, whichimproves
innovation and generation of ideasfromthefollowers.
(i) Criticismsand praisesare objectively given and thisimbibes perfection and
gpirit of doit well inthefollowers.
(i) Thefollowersdevelop afeding of responsbility
(v)  Productivity isalwayshigh asthefollowers believe that success of the
organizationisacorporate successand not individua or leadership success.
(V)  Newideasand changesarewed comefrom thesubordinateswhich generdly
makethemtofed successful.

Autocratic Style of Leadership and its Influence on Followers: Thisisthe
leader who getswork donethrough othersbut aways consciousof hisposition, he
haslittletrust and faith in hissubordinate. He gives order and expectsthat such
ordersarecarried out without question. Thereisno roomfor explanationfromthe
subordinate, under thisleadership style, followersassume no responsibility for
performance and mainly do what they aretold to do. Progressismadewhen heis
present otherwise, no progress. Decision making iscentralized in the hand of the
leader himsdlf, who does not encourage participation by subordinate. Based onthe
researchesof Leland Bradford and Ronald Lippit, theseleadersinfluencetheir
subordinatein thefollowing ways (Nwachukwu, 1988).
@) Theleader isvery conscious of hisposition hence, their subordinate are
awaysgiventoeyeservice.
@i Theleader haslittlefaithin his subordinate and the subordinates are not
willingto givetheir best sncethelr leader do not believeintheir ability.
(i) Hefeelsthat pay isthe only reward for theworkersand that isthe only
thing that will motivate them hence, theworkersonly work for their pay
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and that iswhat mattersto them and not the progress or devel opment of
theorganization.

(iv)  Workersarenot interested inwork hence productivity isalwaysvery low
sincethey aregiving to eye serviceasthey only work whentheleader is
around and stop work when heleaves.

v) Moral and team work are generally low since the leaders do not consult
their subordinatein decision making.

Laissez-faire Style of Leadership and its I nfluence on Staff Performance:
Thisstyleof leadership permitsthe membersof the group to do whatever they want
todo. Thereare no established policiesor procedures; everyoneisleft doneasno
one attemptsto influence anyone since thereisno leadership impact beenfelt. In
redity, alaissez-faire atmosphererepresents an absence of formal leadership, as
theformal leadership role hasbeen abdicated and, therefore, any leadershipthat is
being exhibitedisinforma and emergent. Theleader hasno virtuetoimpact onthe
follower hence hisimpact isnot felt. Thefollowersat timesbecomedull and | ost
senseof belonging.

What Makesa Leader: Studiesof successful and unsuccessful organizational
transactions have emphasized the decisiverole of leadership and havegivenriseto
the concept of transformational leadershipwhichisasotermed visonary leedership;
strategic leadership or charismatic |eadership possesses behaviours, actions, and
drategiesthat arerequired to bring about organizationd transformation. Theconcept
of trandformationa |eadership doesnot dter thebasic definition of leadership asthe
processof influencing theactivitiesof anindividua or group in effortstoward goal
achievement inagiven stuation. However, thereare specific actionsand qualities
that make aleader which are highlighted below (Beck, 1994).

() Personal commitment to transformation: The leadership of the
organization must be fully committed to the transformation and the
commitment must bevisibleto other organi zational membersand external
stakeholder who arekey players. Such commitment must bring ancticesble
trandformation to the organi zationwhichisquitenoticeableby adl and sundry.
Itisquiteabsurd and an aberration for aleader to assume aposition and
leavethe position either worsethanit wasbeforeassumption. Leadersare
to transform and not to deform.

(D)} Firm, Relentless, and Indisputable Communication of the
impossibility of maintaining the status quo: the leadership must
forcefully communicatethefailureof the statusquo. Thismust bedonein
such away that acritica massof memberswill want to change. Theleader
must emphasizetheimportant of increasing and decreasing theanxietiesof
change. Heisto makethefollowersto recognizetheneed for revitdization,
createanew visonandingtitutionalized change.
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(iii)

(iv)

V)

(Vi)

(vii)

Clear and Enthusiastic Communication of an Inspiring Vision of
what the organization could become: Theleadership must persistently
communicateacl ear pictureof thefuture state of the organizationinaway
that thisvisionisshared and supported by themembersof theorganization,
individualy and collectively. Thiscommunication requiresaclear and vivid
value—base vision created by an appropriate mix of rational analysis,
intuition and emationa involvement. Hemust repeatedly communicatethe
vision, beliefs, and va uesto the membersof the organizationin away that
inspiresand excitesthem and touchestheir heartsand mindswith asense
of urgency.

Timely establishment of a critical mass of support for the
transformation: Theleadership must identify thekey playersand power
holdersintheorganization and initsoperating environment and obtain their
support for the change. Obtaining such support requiresacknowledging
the power that key playersin and outside the organization have, discussing
with them the status quo, presenting them with thevision of thefutureand
thevalue of accompanyingit, convincing them of the need to changeand
showing personal and organizationa benefitsto beachieved andinvolving
themin decisionandimplementation.

Acknowledging, Honouring and Dealing with resistance to the
transformation: Theleadership must acknowledgeresistanceto change
and ded with it asnecessary but not being biased. He should not victimize
and intimidate hisfollowersbased on the power bestowed on him but rather
befar andjustin hisdeding. He should honour thosethat deserve honorary
award asreward for their effort and bring to book those that resist his
leadership. Hemust bewilling tolisten and betol erable coupled with patient
inorder to clarify matters.

Decisveness. Inan emergency, decisionsmust bemade quickly and extra
ordinary measures must be quickly initiated. A leader should be ableto
take meaningful actionsand not primarily athinker but should beableto
what makesthem heroesto followers. He should be ableto respond to
crisismet head-on in adecisive manner. He must have ademonstrable
cong stencewith their announced aims and apparently congruent with their
intentions.

Courageous:. Leaderswho lead from thefront demonstrate courage. They
lead by example. They take personal risksand arewilling to stand out and
this prominence makethem alightening rod. L eadersdraw energy from
othersboth positive and negative, to agood leader, standing out isexciting.
Thecourageof aleader hasapostiveinfluenceonthefollower asitimbibes
inthemthe spirit of pogitivity eveninthefaceof negativity.
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THE COMPETENCIESOF LEADERSHIP
Leading or influencing requiresthree genera skillsor competencieswhichincludes
thefollowing (Paul et al, 1998).

1. Diagnosing: Thishasto dowiththestuationyou aretryingtoinfluence. It
isacognitiveor cerebra competency. Theleader hasto understand what
the situation isnow and know what he can reasonably expect to makeitin
thefuture.

2. Adapting: Itisatering onesbehaviour and other resourcesavailableto
meet the contingenciesof thestuation. Thisisabehavioura competency of
leadership. It involves adapting behavioursand other resourcesin away
that helps close the gap between the current situation and what to be
achieved.

3. Communicating: Thisisinteracting with othersin away that people can
eas ly understand and accept. Communi cation isaprocess competency in
leadership, if oneisableto understand the situation (diagnosing), and able
to adapt behaviour and resourcesto meet the situation (adapting), theleader
needsto communicate effectively. If aleader cannot communicatein away
that people can understand and accept, it will beunlikely to meet hisgoals.
L eadersmust create and communicateavery strong meaning that triggers
energy and commitment to strivefor peak performance. For action and
commitment to be gotten, theleader needsto create astrong emotional
vision or desireto bepart of the organization. Leadersestablish direction
by developing a vision of the future, and then they align people by
communicating thevision and inspiring themto overcomehurdles.

CONCLUSIONAND RECOMMENDATIONS

Leaders visionwill determinethe motion which the organization runsin order to
achievetheir set goalsand objectives. To turn vision unto results, theleader needs
ass sancefrom others(subordinate). Thevision hasto beanticipated so thet others
seeinit thepossibility of realizing their own hopesand dreams. Imagesor inner
pictures must be created in thefollower’smind that issimilar to theimagesinthe
leaders, but at the sametime, there may bealittle difference and thisdifference
arisesbecause of individua perceptions. Theleader hasto share hisvisonwiththe
followersasit compel them enough to acquirethe support of morethan one person
which makesthevision not to bean abstract but rather aforcein people sheart, a
forceof impressive power. Few, if any, forcein human affairsareas powerful asa
sharedvision. Atitssimplest level, ashared visionisthe answer to the question,
“what do wewant to create?’ Just aspersona visionsispicturesor imagespeople
carry in their heads and hearts, so too are shared visions pictures that people

International Journal of Finance and Management in Practice, Vol. 1, No. 1 & 2, 2013 22
ISSN: 2360-7459



throughout an organization carry. Shared visonsemergefrom persona visions. If

many people are having personal visionsthat partly overlap other’svisions, a

commonly shared visonwill devel op that which attract and excitesthem asal ot of

energy will be put to work to achievetheir desired futureresults. It istherefore
recommended that:

I. Demoacratic styleof leadership should bebest practice sinceit hasapostive
influence on gtaff performance.

. Leadersareto bevisionary and thevison must berevealed tofollowersto
ensurethey arecarried aong in the mission of the organization.

il Effective communication must be encouraged both downward and upward
withintheorganizationa settings.

(VA Theleader must beat theforefront of pursuing thevision to encouragethe
followers' commitment and dedi cation to cause of actiontowardsgoals
actudization.

V. Decision making must bebased on consultationto cresteasense of belonging
ineach worker though the prerogativeto concludeisontheleader.

Vi. There should be delegation of authority to thefollowersin order for their
moraleto be boosted asthiswill improvetheir performance.

Vil. L eadersshould dwaysreward their subordinatefor wonderful performance
to serve as encouragement for them to put in their best towards the
achievement of theorganizationd goas.

Viil. L eadersshould not seethemsalvesasboss but rather first among equalsas
thiswill go along way in strengthening human relations aspect of the

organization.

iX. Transparency should bethewatchwords of theleader in order to instill
confidence and trustworthinessin thefollowers.

X. Thecriteriafor anindividud’sor group’s performance should be mutually
dividedinadvance.
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