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ABSTRACT 
The study examined effect of leadership styles on employee job performance in Nigerian Universities with 

particular attention to the Registry department of Ebonyi State University, Abakaliki.  The study adopted 

questionnaire cross-sectional survey research of the interactions between three main factors of leadership 

styles; viz: The transactional, transformational and laissez-faire, respectively, and employee job performance.  

The study population was 145 drawn from senior administrative staff, heads of department and their 

subordinates.  The simple percentage method was used to analyze data while the Ordinary Least squares (OLS) 

regression method was used for data analyses and hypotheses testing.  Findings reveal that the overall response 

on employee job performance is high implying that staff of the department believe that the leadership styles are 

modest.  Equally the leadership styles, contigent reward, inspirational motivation and idealized influences are 

quite satisfactory; the average perception Active Management by Exception, Passive Management by Exception 

Perception are modest but perceptions on intellectual stimulation, individualized consideration, the laissez-faire 

leadership is deemed unsatisfactory. The study recommends improving the reward system of the institution in 

order to increase the level of satisfaction among the employees; and making the reward policy in such a way 

that it will compete favourably with those obtainable in sister universities.  EBSU should consider staff 

motivation as a cardinal responsibility because, if staff motivation is not properly executed, institutions and 

their administrators will always suffer employees’ negative attitude to work.  On the whole, the study posit that 

there’s main and interaction effect of inspirational leadership on employees’ job performance in the institution. 

KEYWORDS: Leadership styles, employee job performance, Ebonyi State University, Registry, Nigeria. 

 

I. INTRODUCTION 
The Human Resource constitute the greatest asset in an organization.  Management of the human 

resource therefore is critical to organizational growth and sustainability.  Organizations therefore need to have 

capable leaders to lead and positively motivate the staff to achieve set goals.  The style of leadership adopted by 

organization leaders would make or mar the achievement of organization goals.  Three styles of leadership are 

of interest in this study; viz: the transactional, transformational and the laissez-faire leadership respectively. 

Transactional leadership concerns itself with goal attainment and uses carrot and stick approach to 

achieve set goals (Bass, 1997).  Transactional leadership is visionary wherein employees are motivated to 

exceed certain expectations. (Hater & Bass, 1998); Doucet, Fredette, Simard and Tremblay, 2015).  

Transformational leaders generate a greater involvement in surbordinates works which result in higher 

efficiency and satisfaction and ultimately to managerial and organizational performance. 
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Laissez-faire leadership allows people and operations to develop without control.  By setting no goals, 

avoiding mistakes, reluctance to take decisive actions, the employees becomes disinterested in their jobs, low 

morales and unproductive (Agbato, 1990).  On the whole, leadership styles govern employee attitude towards 

their leaders, job performance and organizational productivity. 

Generally, employee job performance may be seen as the outcome/output of employees vis-a-vis their 

job specifications.  Such outcome or results of employee performance are so critical to the growth and 

sustainability of organizations that they should not be left to chances.  Employee job performance according to 

Temple, 2002; Armstrong & Baron, 1998 and Amos, 2004), should be monitored and controlled for the desired 

results. 

The University like any other organizations has goals and objectives.  The Registry department, 

particularly those units that deal with processing and issuance of provisional admission letter to students, 

storage/retrieval of students’ results and mobilization for the compulsory National Youths Service (NYSC) are 

critical to University mandate of teaching, graduating and, by extension, overall manpower development for the 

society. 

The cardinal objective of this study is to examine the effect of leadership styles on employee job 

performance in Nigerian public Universities with particular attention to the registry of Ebonyi State University 

(EBSU).  The indicators of employee job performance in the study area are highlighted in the proceeding 

paragraph. 

 

Statement of the Problem 
Different leadership styles have diverse influences on employee job performance in organizations to 

different degrees, dimensions and intensity. 

Leadership and organizational growth has attracted the interest of many scholars and researchers.  

Unfortunately, the outcome of research in these areas hardly influence organization leaders as many tend to 

adopt any leadership style that suits their individual personalities and idiosyncrasies; and, that is the problem. 

In admissions department of Ebonyi State University, there have often been complaints of delayed 

processing/ release of admission list, some candidates are found to be offered admission into more than a single 

area of study while some others find their names in departments they never applied into.  This tend to create 

delays in students’ registration, cause avoidable stress, confusion and frustration to students. 

The Examination/Records departments are charged with the responsibility of record-keeping of 

students’ results, retrieval of results, computation and issuance of statement of results to graduands.  Here, 

students have often complained of officials being absent from duty posts when their attentions are required; 

sometimes students results, already seen at the academic departments are discovered missing at the records unit 

and much time are painstakingly exerted to reconcile such issues between department and Records – a situation 

that tend to mount pressures on the NYSC mobilization office and, ultimately, many graduands are not 

mobilized for the compulsory National Service (NYSC) timely. 

This study aims to investigate the link (if any) between leadership styles and the foregoing problems in 

the study area. 

 

Research Hypotheses 
HI. The Transactional leadership influences admissions process in EBSU. 

H2. The Transformational leadership influences process/issuance of results statement to students in EBSU. 

H3. The Laissez-faire leadership has influence on graduands’ mobilization for the NYSC in EBSU. 

 

Leadership Styles and Employee Performance: Theoretical Explanations 
The study went eclectic in its theoretical anchorage due to the multiple variables involved.  We 

commenced from the style and behavioural leadership theories to the Transactional as well as the 

Transformational theories considered relevant to the present study. 

The styles and behavioural theory believes that a leader’s behaviour and styles in which he relates to 

other people affects his effectiveness.  Two leadership behaviour are identifiable: the first explores position-

based influence of a leader or the use of authority.  The second concentrates on the concern for people and 

productivity.  In other words, rather than try to figure out what effective leaders were, researchers tried to 

determine what effective leaders did to motivate their subordinates, how they carried out their tasks and so on.  

Unlike traits, behaviour can be learned and therefore individuals trained in appropriate behaviour would be able 

to lead more effectively.  Research showed nevertheless that leadership behaviours appropriate in one situation 

were not necessarily appropriate in another.  Desirable leadership qualities and behaviours may also change.  

Nevertheless, despite evidence that effective leadership behaviour depends at least partially on the leader’s 

situation.  Some researchers have reached the conclusion that certain management behaviours are in fact more 
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effective than researchers have focused on two aspects of leadership behaviour; leadership functions and 

leadership styles (Stoner and Freeman, 1989 in Okeke, 2018). 

 The first aspect of the behaviour approach to leadership shifted the focus from individual leader to the 

functions that the leaders performed within their groups.  It appeared that in order for group to operate 

effectively, someone had to perform two major functions; task related functions might include suggesting 

solutions.  Group-maintenance functions may include anything that helps group operate more smoothly, 

agreeing with or complimenting another group member for people, or mediating group disagreements.  An 

individual who is able to perform both roles successfully would obviously be an effective leader (Bales, 1951). 

 The second perspective on leadership behaviour focuses on one of the two styles that leaders use in 

dealing with subordinates; a task-oriented style and an employee-oriented style.  Task-oriented manager closely 

supervise subordinates to ensure that the task is performed to their satisfaction; a manager with this leadership 

style is more concerned with getting the job done than in the development and growth of the subordinates.  On 

the other hand, employee-oriented managers try to motivate rather than to control subordinates, they encourage 

group members to perform tasks by allowing members to participate in decisions that affect them and by 

performing friendly, trusting and respectful relationships with group members.  Consequently, leaders are seen 

to apply three basic styles namely: autocratic, the democratic/participative and the laisser-faire styles of 

leadership. 

 The style theory acknowledges the significance of certain necessary leadership skills that serve as 

enabler for a leader who performs an act while drawing its parallel with previous capacity of the leader, prior to 

that particular act while suggesting that each individual has a distinct style of leadership with which he/she feels 

most contented.  Like one that does not fit all heads, similarly one style cannot be effective in all situations.  

Yukl (1989) introduced three different leadership styles.  The employees serving with democratic leaders 

displayed high degree of satisfaction, creativity and motivation; working with great enthusiasm and energy 

irrespective of the presence or absence of the leader; maintaining better connections with the leader, in terms of 

productivity whereas, autocratic leaders mainly focused on greater quantity of output.  Laissez faire leadership 

was only considered relevant while leading a team of highly skilled and motivated people who has excellent 

track-record, in the past. 

 

Transactional Theory:  The leadership theories, by the late 1970s and early 1980s, activated to diverge from 

the specific perspectives of the leader, leadership context and the follower and toward practices that 

concentrated further on the exchanges between the followers and leaders.  The transactional leadership was 

described as that in which leader-follower associations were grounded upon a series of agreements between 

followers and leaders (House and Shamir, 1993).  The transactional theory was “based on reciprocity where 

leaders not only influence followers but are under their influence as well”.  Some studies revealed that 

transactional leadership show a discrepancy with regard to the level of leaders’ action and the nature of the 

relations with the followers. 

 Bass and Avolio (1994) observed transactional leadership “ as a type of contingent-reward leadership 

that had active and positive exchange between leaders and followers whereby followers are rewarded or 

recognized for accomplishing agreed upon objectives”.  From the leader, these rewards might implicate 

gratitude for merit increases, bonuses and work achievement.  For good work, positive support could be 

exchanged, merit pay for promotions, increased performance and operation for collegiality.  The leaders could 

instead focus on errors, avoid responses and delay decisions.  This attitude is stated as the “management-by-

exception” and could be categorized as passive or active transactions.  The difference between these two types 

of transactions is predicted on the timing of the leaders’ involvement.  In the active form, the leader 

continuously monitors performance and attempts to intervene proactively (Avolio and Bass, 1997). 

 

Transformational Theory:  Transformational leadership distinguishes itself from the rest of the 

previous and contemporary theories, on the basis of its alignment to a greater good as it entails involvement of 

the followers in processes or activities related to personal factor towards the organization and a course that will 

yield certain superior social dividend.  The transformational leaders raise the motivation and morality of both 

the follower and the leader (House and Shamir, 1993).  It is considered that the transformational leaders “engage 

in interactions with followers based on common values, beliefs and goals”.  This impacts the performance 

leading to the attainment of a goal.  As per Bass, transformational leader, “attempts to induce follower to reorder 

their needs by transcending self-interests and strive for higher order needs”.  This theory conforms with the 

Maslow (1954) higher order needs theory.  Transformational leadership is a course that changes and approach 

targets on beliefs, values and attitudes that enlighten leaders’ practices and the capacity to lead change. 

The literature suggests that followers and leaders should set aside personal interests for the benefit of 

the group.  The leader is then asked to focus on followers’ needs and input in order to transform everyone into a 

leader by empowering and motivating them (House and Aditya, 1997).  Emphasis is from the previously defined 
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leadership theories, the ethical extents of leadership further differentiates the transformational leadership.  The 

transformational leaders are considered by their ability to identify the need for change, gain the agreement and 

commitment of others, create a vision that guides change and embed the change (MacGregor Bums, 2003).  

These types of leaders treat subordinates individually and pursue to develop their consciousness, morals and 

skills by providing significance to their work and challenge.  These leaders produce an appearance of 

convincing and encouraged vision of the future.  They are “visionary leaders who seek to appeal to their 

followers” better nature and move them toward higher and more universal needs and purposes” (Macgregor 

Bums, 2003). 

 

Empirical Literature 
 Empirical literature will be reviewed inline with the three main leadership styles identified in this 

study; ie: The Transactional, Transformational and the Laissez-faire leadership styles respectively. 

 Idemobi, Ngige and Ofili (2017) researched on effect of reward system on organizational performance 

which specific objectives were: to determine the effects of organisations reward system on workers’ 

productivity, relationship between organisations reward system and workers attitude to work; relationship 

between organizations and reward system and job satisfaction and, relationship between reward system and 

workers’ commitment.  Data were collected through questionnaire and analyzed using chi-square statistical tool.  

Findings reveal that: organisations reward system has a significant effect on workers’ productivity; there exist a 

significant relationship between organisations’ reward system and workers’ attitude to work; and there is 

relationship between organisations reward system and job satisfaction. 

 Similarly, studies by Victor and Hoole (2017); Korir, Isaac, Kipkobut and Dinah (2016) and Adeel, 

Khan, Zafar and RIzri (2018) confirm that there’s relationship between reward and performance and passive 

leadership, organisational justice and affect-based trust. 

 On transformational leadership, Olusadum and Anulika (2018) studied the effect of motivation on 

employee performance in Alvan Ikoku Federal College of Education.  Methodology employed consist of 

questionnaire and chi-square analytical technique.  Findings reveal a significant relationship between staff 

motivation and staff performance.   

 Other studies like Ghaffari, Shah, Burgogrie, Nazri and Salleh (2017); Ibrahim (2015) also confirm 

relationship between motivation and job performance of workers. Other studies on transformational leadership 

style include: Naeem and Khanzada (2018); Ndirangu (2018) and Malik, Javed and Hassan (2017). 

 Similarly, on the effects of intellectual stimulation, individualized consideration and idealized influence 

on job performance and employee satisfaction, studies such as Khalil, Zada, Tarig and Trshadullah (2018); 

Ogala, Sikalieh, Damory and Linge (2017); Ondari, Were and Rotich (2018); and, Ngaithe, K’Aol, Lewa and 

Ndaviga (2016) were in concensus in their results that the variables have significant relationship on output of 

workers in organisations. 

 On Laissez-Faire leadership, a number of studies like Eagly, Johannesen-Schmidt and Van Engen 

(2003) reveal that exhibited frequent absence and lack of involvement during critical junctures negatively 

impact on organization performance generally. 

 Furthermore, Veliu, Manxhari, Demiri and Jahaj (2017), examined the different leadership styles and 

their effects on employee performance in Kosovo medium and large-size enterprises.  Structured questionnaire 

was used for data collection while analyses were made through statistical package for social sciences.  Result 

showed that leadership dimensions have both positive and negative influence on employee performance; 

specifically, charismatic, bureaucratic, laissez-faire and transactional style of leadership have negative effect on 

employee performance with (r=-0.228, -0.267, -0.336, -0.185:df=54; p<.001).  However, democratic, autocratic 

and transformational style of leadership had positive effective on employee performance with (r=0.213; 0.018 

and 0.108:df=54; p<.001). 

 Other works such as Nidaahavolu (2018) and Demesko (2017) also confirm the foregoing results. 

 

II. Methodology 
 The study is a survey.  The Quasi-Experimental research design was adopted after critical look at the 

nature of the problems involved in the study. 

 The study population consists of three categories of staff; viz: Heads of department/units, Senior 

administrative staff and Junior/Subordinate staff totalling 145 workers from Admissions, Exams and Records 

departments and the NYSC mobilization office of the EBSU Registry.  By means of convenience sampling, a 

total sample size of 120 was drawn from the population comprising 86 senior and 34 junior staff. 

 Primary data were collected by means of well-structured questionnaire.  The Likert five-point scale was 

used to illicit responses from the respondents.  To analyze percentage responses to items in the questionnaire, 

the options were grouped into three: (1) Strongly Agree and Agree simply means, agreed (2) Disagree and 

Strongly Disagree means, Disagreed and (3) Neutral remains neutral.  The percentage responses are Agreed 
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or Disagree if the total percentage responses are 50% and above and neutral if otherwise.  Thus, a mean value 

that is less than 3.00 is disagreed; a mean value of 3.00 is neutral while a mean value that is greater than 3.00 is 

agreed.  Pilot tests and the test-retest techniques were used to determine instruments’ validity and reliability. 

 Similarly, descriptive and inferential statistics were used to analyze the data collected while the 

Ordinary Least Square (OLS) Regression method was used for data analyses and testing of hypotheses. 

 

Data Presentation and Analyses 

Demographic Characteristics of Respondents 

Gender: Male (69.2%) female (30.8%) 

Marital Status: Single (20.8%) Married (79.2%) 

Age: 21-29 (10.0%) 30 – 40 (45%) 41 and above (45%) 

Educational qualification: FSLC (8%) O’level (40%) B.sc (51.7%) Postgraduate (7.5%) 

Department/Unit: Admissions (35%) Exams and Records (40%) NYSC Mobilization (25%) 

Rank/Position: Management level (6.7%) Senior staff (65%) Junior staff (28.3%) 

Tenure in EBSU: 1-2 years (10.8%) 3-4 years (4.2%) 5-6 years (11.7%) Above 6 years (73.3%). 

 The summary of statistics and the cross-sectional analysis of the perceptions of research variables with 

respect to the demographics are presented in this section.  The descriptive statistics show the summary of the 

data and other basic characteristics of the data as shown in Table I. 

 

Table I: Descriptive Statistics 
Descriptive Statistics 

 N Minimum Maximum Mean Std. Deviation Skewness Kurtosis 

Statistic Statistic Statistic Statistic Statistic Statistic Std. Error Statistic Std. Error 

Employee Job Performance 120 3.00 5.00 4.1550 .37007 .333 .221 .086 .438 

Contingent Reward 120 2.40 5.00 4.1450 .44906 -.682 .221 2.344 .438 

Active Management by 
Exception 

120 2.40 5.00 3.5983 .65259 .195 .221 -.825 .438 

Passive Management by 

Exception 

120 1.40 4.80 3.0900 .56142 -.009 .221 .835 .438 

Inspirational Motivation 120 2.00 5.00 4.0983 .53953 -1.508 .221 4.759 .438 

Intellectual Stimulation 120 1.60 5.00 3.8217 .62162 -.820 .221 1.729 .438 

Individualized 
Consideration 

120 1.29 5.00 3.7464 .53274 -.818 .221 3.970 .438 

Idealised Influence 120 1.40 5.00 4.1417 .48535 -2.236 .221 13.626 .438 

Laissez-Faire Leadership 120 1.25 4.75 2.9063 .67212 .131 .221 .290 .438 
Valid N (listwise) 120         

Source: Field Survey, 2019. 

 

In Table I, the mean of the employee job performance is 4.1550, and also the fact that the standard 

deviation of the perception at .37007 is low showed that employee job performance is high in the organisation. 

The minimum and maximum values are 3.00 and 5.00 respectively.  

The mean value of Contingent Reward is 4.1450, and also the fact that the standard deviation of the 

perception at .44906 is low showed that contingent reward is good. The minimum and maximum values are 2.40 

and 5.00 respectively.  

The average Active Management by Exception perception of 3.5983, and also the fact that the standard 

deviation of the perception at .65259 is high showed that Active Management by Exception has been subject to 

criticism. The minimum and maximum values are 2.40 and 5.00 respectively.  

The Passive Management by Exception perception of 3.0900 is moderate, and also the fact that the 

standard deviation of the perception at .56142 is high showed that it fluctuates widely with consequentially 

adverse effects on leadership. The minimum and maximum values are 1.40 and 4.80 respectively. 

The Inspirational Motivation posted an impressive perception with a mean of 4.0983, and also the fact 

that the standard deviation of the perception at .53953 is high showed that Inspirational Motivation is a subject 

of controversy. The minimum and maximum values are 2.00 and 5.00 respectively. 

The Intellectual Stimulation posted a perception with a mean of 3.8217, and also the fact that the 

standard deviation of the perception at .62162 is high showed that Intellectual Stimulation is deemed 

unsatisfactory. The minimum and maximum values are 1.60 and 5.00 respectively. 

The Individualized Consideration posted a perception with a mean of 3.7464, and also the fact that the 

standard deviation of the perception at .53274 is high showed that Individualized Consideration is deemed 

unsatisfactory. The minimum and maximum values are 1.40 and 5.00 respectively. 

The Idealised Influence posted an impressive perception with a mean of 4.1417, and also the fact that 

the standard deviation of the perception at .48535 is moderate showed that Idealised Influence is deemed 

satisfactory. The minimum and maximum values are 1.40 and 5.00 respectively. 
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The Laissez-Faire Leadership posted a perception with a mean of 2.9063, and also the fact that the 

standard deviation of the perception at .67212 is high showed that Laissez-Faire Leadership is deemed 

unsatisfactory. The minimum and maximum values are 1.25 and 4.75 respectively. 

 

Table 2: Cross-sectional analyses of the perceptions of research variables 
  Gender Marital 

Status 
Age Educational 

Background 
Department Position in 

Org. 
Tenure in 

Org. 

Employee Job 

Performance 

F-

test 

.960(.529) 3.932(.050) 3.972(.021) 7.093(.000) 1.531(.164) 1.632(.200) 4.899(.003) 

MCT   (3,2) (1)  (7,3,6,2,5,8,4) 
(1,3,6,2,5,8,4) 

(3,2,1) (4,3) 
(3,2,1) 

Contingent 

Reward 

F-

test 

1.085(.300) .169(.681) .139(.870) 6.356(.001) 2.029(.057) .988(.375) .444(.722) 

MCT   (1,3,2)  (4,3,2,6,5,8,7) 

(1,2,6,5,8,7) 

(3,2,1) (4,1,3,2) 

Active 

Management by 

Exception 

F-

test 

.686(.409) 3.867(.052) 3.908(.023) 2.352(.076) 1.415(.206) 1.555(.216) 3.653(.015) 

MCT   (2,3) (1)  (3,6,8,5,2,4,1,7) (2,3,1) (4,3,1,2) 

Passive 

Management by 

Exception 

F-

test 

.755(.387) 1.127(.291) 1.299(.277) 1.453(.231) 1.641(.131) 1.579(.211) 2.265(.085) 

MCT   (3,2,1)  (7,3,2,6,4) 
(,1,5,8,3,2,6,4) 

(1,2,3) (4,3,1,2) 

Inspirational 

Motivation 

F-

test 

.144(.705) 5.124(.025) 3.071(.050) 2.327(.078) .813(.578) .530(.590) 3.640(.015) 

MCT   (3,2) (1)  (7,3,6,8,2,4,1,5) (1,3,2) (4,3,1,2) 

Intellectual 

Stimulation 

F-

test 

.036(.849) .598(.441) .430(.652) 2.981(.034) .572(.777) 1.596(.207) .387(.763) 

MCT   (1,3,2)  (7,4,6,3,5,1,8,2) (3,2,1) (1,4,2,3) 

Individualized 

Consideration 

F-

test 

7.826(.006) .041(.840) .006(.994) 1.348(.262) 2.822(.010) .444(.643) 2.574(.057) 

MCT   (2,3,1)  (6,3,5,8,4,2,7) 

(2,7,1) 

(2,3,1) (2,4,1) 

(4,1,3) 

Idealised 

Influence 

F-

test 

3.036(.084) 2.024(.158) 1.477(.233) 1.840(.144) .805(.585) .052(.950) 2.461(.066) 

MCT   (3,2,1)  (6,3,7,5,8,2,4,1) (1,2,3) (4,1,2,3) 

Laissez-Faire 

Leadership 

F-

test 

.525(.470) 2.193(.141) 1.490(.230) 2.110(.103) 1.454(.191) 1.481(.232) 1.176(.322) 

MCT   (3,1,2)  (7,3,2,4,6) 

(3,2,4,6, 5,8,1) 

(1,2,3) (4,2,3,1) 

Adjusted 

Laissez-Faire 

Leadership 

F-

test 

.652(.421) 1.641(.203) 1.336(.267) 1.769(.157) 1.551(.158) 1.540(.219) 1.689(.173) 

MCT   (3,1,2)  (7,3,2,6,4) 
(3,2,4,6, 5,1,8) 

(1,2,3) (4,3,2,1) 

  Gender Marital 

Status 

Age Educational 

Background 

Department Position in 

Org. 

Tenure in 

Org. 

Source: Field Survey, 2019. 

 

In Table 2, perceptions on employee job performance (EJP) were significantly different amongst age 

bracket, department, position in organisation, and tenure in organisation, but were same for gender, marital 

status and educational background. Perceptions on contingent rewards (CRW) were significantly different 

amongst age bracket, department, position in organization and tenure in organization, but were same for gender, 

marital status, and educational background. Perceptions on active management by exception (AME)were 

significantly different amongst age bracket, department, position in organization, and tenure in organization, but 

were same for gender, marital status, educational background and tenure in organisation.Perceptions on 

Perceptions on passive management by exception (PME) were significantly different amongst age bracket, 

department, position in organization, and tenure in organization, but were same for gender, marital status, 

educational background and tenure in organisation.Perceptions on inspirational motivation (INM) were 

significantly different amongst age bracket, department, position in organization, and tenure in organization, but 

were same for gender, marital status, educational background and tenure in organisation.Perceptions on 

intellectual stimulation (ITS) were significantly different amongst age bracket, department, position in 

organization, and tenure in organization, but were same for gender, marital status, educational background and 

tenure in organisation.Perceptions on individual consideration (IDC) were significantly different amongst age 

bracket, department, position in organization, and tenure in organization, but were same for gender, marital 

status, educational background and tenure in organisation.Perceptions on idealized influence (IDI) were 

significantly different amongst age bracket, department, position in organization, and tenure in organization, but 

were same for gender, marital status, educational background and tenure in organisation.Perceptions on Laissez 

Faire Leadership (LFL) were significantly different amongst age bracket, department, position in organization, 
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and tenure in organization, but were same for gender, marital status, educational background and tenure in 

organisation. Perceptions on Adjusted Laissez Faire Leadership (LFL) were significantly different amongst age 

bracket, department, position in organization, and tenure in organization, but were same for gender, marital 

status, educational background and tenure in organisation. 

 

Table 3: Responses on employee job performance 
S/N Q/N Statement SA A N D SD Mean Std. 

Deviation 

  Extra Effort        

1. 8 Get others to do more than they 
expected to do  

51(42.5) 63(52.5) 6(5.0)   4.375 .5807 

2. 9 Heighten others’ desire to 

succeed  

43(35.8) 69(57.5) 8(6.7)   4.292 .5855 

3. 10 Increase others’ willingness to 

try harder  

32(26.7) 41(34.2) 38(31.7) 8(6.7) 1(8) 3.792 .9429 

  Effectiveness        
4 11 Am effective in meeting others’ 

job-related needs  

46(38.3) 71(59.2) 4(2.5)   4.358 .5313 

5. 12 Am effective in representing 
their group to higher authority  

39(32.5) 72(60) 7(5.8) 2(1.7)  4.233 .6316 

6. 13 Am effective in meeting 

organizational requirements  

23(19.2) 85(70.8) 9(7.5) 2(1.7) 1(8) 4.058 .6390 

7. 14 Lead a group that is effective  23(19.2) 90(75.0) 6(5.0) 1(8.0)  4.125 .5114 

8. 15 I usually execute defined duties 28(23.3) 78(65.0) 13(10.8)  1(8.0) 4.100 .6404 

9. 16 I always meet deadlines 25(20.8) 86(71.7) 5(4.2) 3(2.5) 1(8.0) 4.092 .6481 
10. 

 

17 I’m a team player and make 

inputs to management decisions 

26(21.7) 85(70.8) 7(5.8) 2(1.7)  4.125 .5734 

Source: Field Survey, 2019. 

 

Over 60.9% of the respondents opine that: Get others to do more than they expected to do; Heighten 

others’ desire to succeed; and Increase others’ willingness to try harder. 

Questions 11, 12, 13, 14, 15, 15, 16 and 17 measured effectiveness. Over 88.3% of the respondents 

agree that: I am effective in meeting others’ job-related needs; I am effective in representing their group to 

higher authority; I am effective in meeting organizational requirements; Lead a group that is effective; I usually 

execute defined duties; I always meet deadlines and I’m a team player and make inputs to management 

decisions. 

 

Table 4: Responses on transactional leadership 
S/N Q/N Statement SA A N D SD Mean Std. Deviation 

1.  Contingent Reward        
2. 18 My boss appreciates the 

quality of my efforts 

39(32.5) 72(60) 7(5.8) 2(1.7)  4.233 .6316 

3. 19 Discuss in specific 
terms who is 

responsible for 

achieving targets 

23(19.2) 85(70.8) 9(7.5) 2(1.7) 1(8) 4.058 .6390 

4.  20 Express satisfaction 

when others meet 

expectations 

30(25.0) 84(70.0) 3(2.5) 2(1.7) 1(.8) 4.167 .6262 

5. 21 Make clear what one 

can expect to receive 

when goals are 
achieved 

1(8) 1(8) 7(5.8) 82(68.3) 29(24.2) 4.142 .6257 

6. 22 When I perform a 

finished task well my 
supervisor 

acknowledges my 

efforts 

 1(8) 6(5.0) 90(75.0) 23(19.2) 4.125 .5114 

7.  Active management by 

exception 

       

8. 23 My boss is efficient in 
reaching organization’s 

requirement 

1(8)  13(10.8) 78(65.0) 28(23.3) 4.100 .6404 

9. 24 Focus attention on 
irregularities, mistakes, 

exceptions, and 

deviations  

3(25) 22(18.3) 34(28.3) 35(29.2) 26(21.7) 3.492 1.1000 

10. 25 Concentrate my 

attention on dealing 

with mistakes, 

18(15.0) 39(32.5) 33(27.5) 30(25.0)  3.375 1.0213 
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complaints, failures  

11. 26 Keep track of all 

mistakes  

21(17.5) 30(25.0) 30(25.0) 39(32.5)  3.275 1.0998 

12. 27 Direct my attention 

toward failures to meet 

standards  

20(16.7) 72(60.0) 8(6.7) 18(15.0) 2(1.7) 3.750 .9636 

13.  Passive Management 

by exception 

       

14. 28 Fail to interfere until 
problems become 

serious  

8(6.7) 56(46.7) 34(28.3) 56(46.7) 8(6.7) 2.650 1.0013 

15. 29 Wait for things to go 
wrong before taking 

action  

7(5.8) 38(31.7) 10(8.3) 56(46.7) 9(7.5) 2.817 1.1375 

16. 30 Show a firm belief in 
“if it ain’t broke, don’t 

fix it”  

3(2.5) 23(19.2) 36(30.0) 45(37.5) 13(10.8) 2.650 .9928 

17. 31 Demonstrate that 
problems must become 

chronic before I take 

action  

12(10.0) 61(50.8) 30(25.0) 10(8.3) 7(5.8) 3.508 .9873 

18. 32 My boss can be relied 

upon when things get 

difficult at work 

18(15.0) 77(64.2) 12(10.0) 12(10.0) 1(8.0) 3.825 .8368 

Source: Field Survey, 2019. 

 

Questions 18, 19, 20, 21 and 22 are used to measure Contingent reward. Over 90.0% of the 

respondents opine that: My boss appreciates the quality of my efforts; Discuss in specific terms who is 

responsible for achieving targets; Express satisfaction when others meet expectations. However, over 84.2% of 

the respondents disagree that: Make clear what one can expect to receive when goals are achieved; and When I 

perform a finished task well my supervisor acknowledges my efforts. 

Questions 23, 24, 25, 26 and 27 measured Active management by exception. Over 88.3% of the 

respondents agree that: I am effective in meeting others’ job-related needs; I am effective in representing their 

group to higher authority; I am effective in meeting organizational requirements; Lead a group that is effective; I 

usually execute defined duties; I always meet deadlines and I’m a team player and make inputs to management 

decisions. Also, 27.5% of the respondents opine that I Concentrate my attention on dealing with mistakes, 

complaints, and failures. However, 50.9% of the respondents disagree that My boss is efficient in reaching 

organization’s requirements; Focus attention on irregularities, mistakes, exceptions, and deviations 

Questions 28, 29, 30, 31 and 32 measured Passive Management by exception. Over 53.4% of the 

respondents agree that: Fail to interfere until problems become serious; Demonstrate that problems must become 

chronic before I take action; My boss can be relied upon when things get difficult at work. Also, 30% of the 

respondents agree with “Show a firm belief in “if it ain’t broke, don’t fix it”. However, 54.2% of the 

respondents disagree with “Wait for things to go wrong before taking action”. 

 

Table 5: Responses on transformational leadership 
S/N Q/N Statement SA A N D SD Mean Std. 

Deviation 

  Inspirational motivation        

19. 33 My boss promotes an 

atmosphere of team work 

30(25.0) 77(64.2) 5(4.2) 7(5.8) 1(.8) 4.067 .7750 

20. 34 Talk optimistically about the 

future  

24(20.0) 85(70.8) 4(3.3) 3(2.5) 4(3.3) 4.017 .7990 

21. 35 Talk enthusiastically about 
what needs to be 

accomplished  

32(26.7) 83(69.2) 2(1.7) 2(1.7) 1(.8) 4.192 .6257 

22. 36 Articulate a compelling 

vision of the future  

25(20.8) 86(71.7) 5(4.2) 86(71.7) 25(20.8) 4.092 .6481 

23. 37 Express confidence that goals 

will be achieved  

26(21.7) 85(70.8) 7(5.8) 2(1.7)  4.125 .5734 

  Intellectual stimulation        

24. 38 Information on how to do my 

job comes from the work 
itself 

19(15.8) 71(59.2) 19(15.8) 9(7.5) 2(1.7) 3.800 .8560 

25. 39 Re-examine critical 

assumptions to question 
whether appropriate  

24(20.0) 68(56.7) 19(15.8) 6(5.0) 3(2.5) 3.867 .8786 

26. 40 Seek differing perspectives 

when solving problems  

13(10.8) 71(59.2) 22(18.3) 8(6.7) 6(5.0) 3.642 .9420 

27. 41 Get others to look at 18(15.0) 72(60.0) 17(14.2) 7(5.8) 6(5.0) 3.742 .9570 



Evidence-Based Effect Of Leadership Styles On Employee Job Performance In Nigerian .. 

DOI: 10.35629/7722-1009044157                                 www.ijhssi.org                                                     49 | Page 

problems from many different 

angles  

28. 42 Suggest new ways of looking 
at how to complete 

assignments  

23(19.2) 86(71.7) 8(6.7) 1(.8) 2(1.7) 4.058 .6648 

  Individualized consideration        
29. 43 My boss gives me insightful 

suggestions on what I can do 

to Improve 

28(23.3) 84(70.0) 5(4.2)  3(2.5) 4.117 .7003 

30. 44 My boss spends the time to 

teach and coach his 

subordinates 

12(10.0) 58(48.3) 14(11.7) 33(27.5) 3(2.5) 3.358 1.0674 

31. 45 I have the freedom to decide 

what I do on my job. 

7(5.8) 42(35.0) 24(20.0) 36(30.0) 11(9.2) 2.983 1.1226 

32. 46 Treat others as individuals 
rather than just as a member 

of the group 

10(8.3) 64(53.3) 17(14.2) 20(16.7) 9(7.5) 3.383 1.0938 

33. 47 My manager is very 
concerned about the welfare 

of those under him/her 

24(20.0) 79(65.8) 13(10.8) 1(.8) 3(2.5) 4.000 .7559 

34. 48 Consider each individual as 

having different needs, 

abilities, aspirations 

33(27.5) 82(68.3) 4(3.3)  1(.8) 4.217 .5824 

35. 49 Help others to develop their 
strengths 

29(24.2) 82(63.8) 9(7.5)   4.167 .5397 

  Idealised influence        

36. 50 Talk about my most 
important values and beliefs  

18(15.0) 93(77.5) 6(5.0) 1(.8) 2(1.7) 4.033 .6208 

37. 51 Specify the importance of 

having a strong sense of 
purpose  

28(23.3) 88(73.3) 1(.8) 1(.8) 2(1.7) 4.158 .6351 

38. 52 Consider the moral and 

ethical consequences of 
decisions  

31(25.8) 86(71.7) 1(.8)  2(1.7) 4.200 .6163 

39. 53 Emphasize the importance of 

having a collective sense of 
mission  

22(18.3) 89(74.2) 7(5.8)  2(1.7) 4.075 .6239 

40. 54 My co-workers are helpful to 
me in getting my job done 

34(28.3) 83(69.2) 2(1.7)  1(.8) 4.242 .5650 

Source: Field Survey, 2019. 

 

Questions 33, 34, 35, 36 and 37 are used to measure Inspirational motivation. Over 89.2% of the 

respondents opine that: My boss promotes an atmosphere of team work; Talk optimistically about the future; 

Talk enthusiastically about what needs to be accomplished; Articulate a compelling vision of the future; Express 

confidence that goals will be achieved.  

Questions 38, 39, 40, 41 and 42 measured Intellectual stimulation Over 70.0% of the respondents agree 

that: Information on how to do my job comes from the work itself; Re-examine critical assumptions to question 

whether appropriate; Seek differing perspectives when solving problems; Get others to look at problems from 

many different angles; Suggest new ways of looking at how to complete assignments. 

Questions 43, 44, 45, 46, 47, 48 and 49 measured Individualized consideration. Over 58.3% of the 

respondents agree that: My boss gives me insightful suggestions on what I can do to Improve; My boss spends 

the time to teach and coach his subordinates; I have the freedom to decide what I do on my job; Treat others as 

individuals rather than just as a member of the group; My manager is very concerned about the welfare of those 

under him/her; Consider each individual as having different needs, abilities, aspirations; Help others to develop 

their strengths. 

Questions 50, 51, 52, 53 and 54 measured Idealised influence. Over 92.5% of the respondents agree 

that: Talk about my most important values and beliefs; Specify the importance of having a strong sense of 

purpose; Consider the moral and ethical consequences of decisions; Emphasize the importance of having a 

collective sense of mission; My co-workers are helpful to me in getting my job done. 

 

Table 6: Responses on laissez-faire leadership 
S/N Q/N Statement SA A N D SD Mean Std. 

Deviation 

41. 55 Avoid getting involved when 

important issues arise  

8(6.7) 38(31.7) 10(8.3) 56(46.7) 8(6.7) 2.650 1.0013 

42. 56 Am absent when needed  7(5.8) 38(31.7) 10(8.3) 56(46.7) 9(7.5) 2.817 1.1375 

43. 57 Avoid making decisions  3(2.5) 23(19.2) 36(30.0) 45(37.5) 13(10.8) 2.650 .9928 

44. 58 Delay responding to urgent 
questions  

12(10.0) 61(50.8) 30(25.0) 10(8.3) 7(5.8) 3.508 .9873 
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Source: Field Survey, 2019. 

 

Questions 55, 56, 57 and 58 are used to measure laissez-faire leadership. 60.8% of the respondents 

agree that there is “Delay in responding to urgent questions”. Also, 30% of the respondents opine “Avoid 

making decisions”. However, over 54.2% of the respondents disagree that: Avoid getting involved when 

important issues arise; I am absent when needed. 

 

Analyses of the Research Hypotheses 

Before analysing the data by regression analysis, we test for the assumptions of regression analysis ordinary 

least square (OLS) method. We conduct a diagnostic test to confirm that the assumptions of OLS are not 

violated in the model. We also show that there is no multi-collinearity in the data set using Bryman and Cramer 

(1997) and Dwivedi (2008) standards, by examining the regression coefficients.  

Correlation Analyses 

Table 7 shows the correlation matrix of the study variables. This is discussed below. 

 

Table 7: Correlation Matrix 
Correlations 

 EMPLOYEE 
JOB 

PERFORMA

NCE 

CONTIG
ENT 

REWAR

D 

ACTIVE 
MANAGEM

ENT BY 

EXCEPTIO
N 

PASSIVE 
MANAGEM

ENT BY 

EXCEPTIO
N 

INSPIRATIO
NAL 

MOTIVATIO

N 

INTELLECT
UAL 

STIMULATI

ON 

INDIVIDUAL
IZED 

CONSIDERA

TION 

IDEALIS
ED 

INFLUE

NCE 

LAISSEZ-
FAIRE 

LEADERS

HIP 

EMPLOYEE 
JOB 

PERFORMAN

CE 

Pearson 

Correlat
ion 

1 .779** .599** -.062 .646** .480** .521** .579** -.120 

Sig. (2-

tailed) 

 .000 .000 .501 .000 .000 .000 .000 .191 

N 120 120 120 120 120 120 120 120 120 

CONTIGENT 

REWARD 

Pearson 

Correlat
ion 

.779** 1 .409** .102 .512** .549** .567** .579** .055 

Sig. (2-

tailed) 

.000  .000 .265 .000 .000 .000 .000 .550 

N 120 120 120 120 120 120 120 120 120 

ACTIVE 
MANAGEME

NT BY 

EXCEPTION 

Pearson 

Correlat
ion 

.599** .409** 1 -.213* .313** .301** .499** .346** -.268** 

Sig. (2-

tailed) 

.000 .000  .019 .001 .001 .000 .000 .003 

N 120 120 120 120 120 120 120 120 120 

PASSIVE 
MANAGEME

NT BY 

EXCEPTION 

Pearson 

Correlat
ion 

-.062 .102 -.213* 1 .125 .017 .015 .003 .955** 

Sig. (2-

tailed) 

.501 .265 .019  .174 .858 .870 .971 .000 

N 120 120 120 120 120 120 120 120 120 

INSPIRATIO
NAL 

MOTIVATIO

N 

Pearson 

Correlat
ion 

.646** .512** .313** .125 1 .478** .383** .529** .056 

Sig. (2-

tailed) 

.000 .000 .001 .174  .000 .000 .000 .545 

N 120 120 120 120 120 120 120 120 120 

INTELLECTU
AL 

STIMULATIO

N 

Pearson 

Correlat
ion 

.480** .549** .301** .017 .478** 1 .582** .592** -.044 

Sig. (2-

tailed) 

.000 .000 .001 .858 .000  .000 .000 .630 

N 120 120 120 120 120 120 120 120 120 

INDIVIDUAL

IZED 

CONSIDERA
TION 

Pearson 
Correlat

ion 

.521** .567** .499** .015 .383** .582** 1 .721** -.028 

Sig. (2-
tailed) 

.000 .000 .000 .870 .000 .000  .000 .765 

N 120 120 120 120 120 120 120 120 120 

IDEALISED 

INFLUENCE 

Pearson 
Correlat

ion 

.579** .579** .346** .003 .529** .592** .721** 1 -.036 

Sig. (2-
tailed) 

.000 .000 .000 .971 .000 .000 .000  .694 

N 120 120 120 120 120 120 120 120 120 
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LAISSEZ-

FAIRE 

LEADERSHIP 

Pearson 

Correlat

ion 

-.120 .055 -.268** .955** .056 -.044 -.028 -.036 1 

Sig. (2-

tailed) 

.191 .550 .003 .000 .545 .630 .765 .694  

N 120 120 120 120 120 120 120 120 120 
**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 

Source: Field Survey, 2019. 

 

The Pearson’s correlation coefficients show a significant relationship between employee job 

performance and other constructs except for passive management by exception and idealized influence. Bryman 

and Cramer (1997) postulate that the Pearson’s correlation coefficient (r) should not exceed .80; otherwise the 

independent variables that show a relationship in excess of .80 may be suspected of having multi-collinearity. In 

the same vein, Dwivedi (2008) posits that a correlation coefficient of .90 among variables would suggest the 

existence of multi-collinearity. We observed, however, from Table 7 that none of the correlation coefficients is 

up to .80, thus ruling out any form of multi-collinearity in our model. Also, we see that all the variables 

correlated positively with EJP except for passive management by exception and idealized influence. 

 

Regression Analyses 

In this section, the researchers performed a regression analysis of employee job performance in Ebonyi 

State University Registry department and antecedents’ variables. It details a discussion of the regression 

coefficients estimates and the regression diagnostics tests. The diagnostic tests include: the analysis of variance 

(ANOVA) tests, Durbin-Watson Statistics, and collinearity statistics.The Durbin-Watson statistics is a test of the 

relationship between the variable outcomes in repeated sampling. Also, the coefficient of multiple 

determinations, which indicates the amount of variation in the model explained by the regression model, is 

investigated. Table 8 show the model summary.  

 

Table 8: Model Summary 
Model Summaryb 

Model R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

Change Statistics Durbin-Watson 

R Square 
Change 

F Change df1 df2 Sig. F Change 

1 .882a .778 .762 .18058 .778 48.599 8 111 .000 2.002 

a. Predictors: (Constant), ADJUSTED LAISSEZ-FAIRE LEADERSHIP, INDIVIDUALIZED CONSIDERATION, INSPIRATIONAL 

MOTIVATION, ACTIVE MANAGEMENT BY EXCEPTION, INTELLECTUAL STIMULATION, CONTIGENT REWARD, 

IDEALISED INFLUENCE, LAISSEZ-FAIRE LEADERSHIP 

b. Dependent Variable: EMPLOYEE JOB PERFORMANCE 

Source: Field Survey, 2019. 

 

Table 8 returns a DW value of 2.002 which is within the bench mark of 1.5 < DW < 2.5, which means 

that the data does not suffer from the problem of serial correlation (also termed auto-correlation). From Table 7, 

it is observed that the  = 0.778 and its adjusted value of 0.762 which are the indicators of overall goodness of 

fit are satisfactory. This indicates a good fit of data to the model; i.e., we can make forecast from the model. 

In terms of the overall performance of the model, the R
2
 which is an indication of the goodness of fit of 

the model at 0.778 is statistically significant. This means that for the period under study and based on the 

available data, CRW, AME, INM, ITS, IDC, IDI, LFL and ALFL accounted for 77.8% of the total variations in 

the employee job performance in the organisation, while 22.7% can be said to be due to other variables that are 

not captured by the study. This result is further supported by the adjusted R
2
 value of 0.762 is also statistically 

significant, which indicates that after taking into account the number of repressors, the model explains about 

76.2% of the changes in employee job performance. 

Another requirement for the use of regression for modelling is that the variables must be linearly 

related. We test that using the F-test in Table 9 below.  

Table 9: Analysis of Variance 
ANOVAa 

Model Sum of Squares Df Mean Square F Sig. 

1 

Regression 12.678 8 1.585 48.599 .000b 

Residual 3.619 111 .033   

Total 16.297 119    
a. Dependent Variable: EMPLOYEE JOB PERFORMANCE 

b. Predictors: (Constant), ADJUSTED LAISSEZ-FAIRE LEADERSHIP, INDIVIDUALIZED CONSIDERATION, INSPIRATIONAL 

MOTIVATION, ACTIVE MANAGEMENT BY EXCEPTION, INTELLECTUAL STIMULATION, CONTIGENT REWARD, 
IDEALISED INFLUENCE, LAISSEZ-FAIRE LEADERSHIP 

Source: Field Survey, 2019. 
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Table 9 shows that variables in the model are linearly related since the F-statistics of 48.599 is less than 

the critical value bounds (sig. = .000). In other word, we cannot reject the null hypothesis of no co-integration 

among the variables in the study. When these variables are co-integrated, the estimation of the model with the 

variables will produce reliable results (Green, 2008). Thus, the statistics in Table 4 indicate that we can use 

regression to forecast the relationships among the variables. We can thus proceed to examine the regression 

results from the OLS model. 

 

The OLS Model 
The examination of results from the regression equation is based on the ordinary least square (OLS) model. 

Table 10 shows the results from the ordinary least square method. 

 

Table 10: The Result of the OLS Model 
Coefficientsa 

Model Unstandardized Coefficients Standardized 

Coefficients 

T Sig. Collinearity Statistics 

B Std. Error Beta Tolerance VIF 

 

(Constant) 1.093 .194  5.647 .000   

CONTIGENT REWARD .440 .051 .534 8.558 .000 .514 1.947 

ACTIVE MANAGEMENT 
BY EXCEPTION 

.163 .032 .288 5.103 .000 .628 1.591 

INSPIRATIONAL 

MOTIVATION 

.201 .040 .293 5.044 .000 .594 1.683 

INTELLECTUAL 

STIMULATION 

-.033 .037 -.056 -.914 .363 .530 1.887 

INDIVIDUALIZED 
CONSIDERATION 

-.058 .052 -.083 -1.118 .266 .364 2.748 

IDEALISED INFLUENCE .082 .056 .108 1.467 .145 .373 2.684 

LAISSEZ-FAIRE 
LEADERSHIP 

.002 .166 .004 .014 .989 .022 45.645 

ADJUSTED LAISSEZ-

FAIRE LEADERSHIP 

-.058 .185 -.095 -.316 .753 .022 45.485 

a. Dependent Variable: EMPLOYEE JOB PERFORMANCE 

Source: Field Survey, 2019. 

 

Table 10 shows that for three of the explanatory variables, the regression coefficients CRW (B = .440, 

T = 8.558, sig = .000), AME (B = .163, T = 5.103, sig. = .000), INM (B = .201, T = 5.044, sig. = .000) are 

statistically significant and all also have signs that are in line with a priori expectations. However, INS (B = -

.033, T = -.914, sig. = .363), IDC (B = -.0.58, T = -1.118, sig = .266), IDI (B = .082, T = 1.467, sig = .145), LFL 

(B = .002, T = .014, sig = .989), and ALFL (B = - .058, T = -.316, sig = .753). The regression results conform to 

the a priori expectations as we have in the OLS model.  

 

Testing Hypotheses 

The study has empirically verified and discussed the factors determining employee job performance. This 

section focuses on the hypothesis testing of the data collected through survey research. The analyses of the data 

provide the bases for the rejection or the acceptance of the hypothesis formulated. The hypothesis formulated 

were tested using regression analysis also called coefficient determinant to know cause and effects relationship 

between the variables. 

The transactional leadership influences admission process in EBSU. 

Findings from the study on Hypothesis One revealed that Contingent reward (B = .440, T = 8.558, sig = .000), 

Active Management by Exception (B = .163, T = 5.103, sig. = .000) has significant relationship with employee 

job performance. The findings of the study are quite far reaching especially in relation with the hypotheses of 

the study. The study indicates that leadership styles is positively related to contingent reward such that unit 

increase in contingent reward will lead to increase in employee job performance by 0.440. For active 

management by exception, the study indicates that a unit increase in active management by exception by 0.163. 

This study shows that increase in active management by exception would lead to improvement in the employee 

job performance.  

This result agreed with earlier findings by Idemobi, Ngige and Ofili (2017). Also, Ibrar and Khan (2015) 

revealed that there is positive relationship between rewards (extrinsic and intrinsic) and employee’s job 

performance. Most of the organizations implement rewards system to increase the job performance and job 

satisfaction.  The study recommended improving the reward system of organizations so as to increase the level 

of satisfaction among employees; and making the reward policy of the organization in such a way that it will 

compete favorably with those of other organizations in the industry. 
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The transformational leadership influences processing/issuance of statement of Results to Students in 

EBSU. 

The test for Hypothesis Two of this study revealed that Inspirational motivation (B = .201, T = 5.044, sig. = 

.000) are statistically significant and all also have signs that are in line with a priori expectations. This means 

that a unit increase in inspirational motivation will lead to .201 improvement in employee job performance. 

Olusadum and Anulika (2018); Ghaffari, Shah, Burgoyne, Nazri and Salleh (2017); Waiyaki (2017) and Ibrahim 

(2015), found significant relationship between staff motivation and staff performance. Therefore, organizations 

should consider staff motivation as a cardinal responsibility, unless staff motivation is properly executed, 

organizations and their managers will always suffer employees’ negative attitude to work. The studies showed 

that the most significant motivational factor for job performance was responsibility, while fringe benefits were 

the second significant factor. Findings from the study suggest that leadership opportunities, recognition and 

employee appraisal, meeting employee expectations and socialization are the key factors that motivate 

employees. 

However, Intellectual stimulation (B = -.033, T = -.914, sig. = .363), Individualized consideration (B = -.0.58, T 

= -1.118, sig = .266), Idealised influence (B = .082, T = 1.467, sig = .145) do not significantly influence 

employee job performance. 

The laissez-faire leadership has influence on graduands’ mobilization for the NYSC in EBSU. 

Some studies have associated passive management by exception to laissez-faire leadership. Adeel, Khan, Zafar 

and Rizvi, (2018)’s study revealed that the passive leadership is negatively associated with the affect-based trust 

and perceptions of organizational justice and the mediating role of affect-based trust is also confirmed between 

these relationships.  The delays, frustration of graduands and related internal as well as external bottlenecks 

experienced by graduands in their efforts to timely get mobilized for the compulsory National Youth Service 

(NYSC) in EBSU are attributable to lack of proactive actions in tackling issues by officials of this department.  

Resultantly, many graduands fail to get mobilized as at and when due. 

 

III. Summary/Findings 
 The study revealed that: contingent reward and Active Management by Exception have significant 

relationship with employee job performance in admission unit of EBSU; indicating that transactional leadership 

style is positively related to contingent reward such that unit increase in contingent reward will lead to increase 

in employee job performance. 

 Inspirational motivation is statistically significant and equally has signs that are inline with a priori 

expectation; implying that a unit increase in inspirational motivation occasioned by transformational leadership 

style, will lead to improvement in employee job performance in the Exams/Record department of EBSU. 

 Passive leadership (Laissez-faire) style is negatively associated with the affect-based trust and 

perceptions of organizational justice and the medialing role of affect-based trust is also confirmed between these 

relationships. 

 

IV. Conclusion/Recommendation 
 The cardinal objective of the study is to determine the effect of leadership styles on employee job 

performance in Registry department of Ebonyi State University.  There is a consensus among 

scholars/researchers that leadership styles could have differential effects on employees of organisations. 

 Our study has made a significant contribution in existing body of information about the association 

between perception of leadership styles and employee job satisfaction and overall performance.  There was a 

strong association between contingent reward and employee job performance; there is a positive effect between 

perception of active management by exception and employee job performance.  The study can safely conclude 

from available data/tests that the main interaction effect of inspirational leadership on employee job satisfaction 

was significant indicating that inspiring leaders are likely to guarantee higher performance in organisations.  

Equally, the fact that the main interaction effect of contingent reward policy on employee job performance was 

significant shows that employee tend to be more committed to their jobs when they are adequately rewarded and 

when leaders are highly inspirational.  Thus, there is a general effect of leadership styles on employee job 

performance in organisations. 

The study therefore, recommends as follows: 

 There should be improvement in the reward system of EBSU Staff in such a way that such reward 

policy can favourably compete with those obtainable in sister institutions; 

 To avoid bad attitude to work, organization leaders should give motivation of their staff the priority it 

deserves; and 

 Leadership opportunities, recognition and employee appraisal and promotion as at and when due as 

well as meeting employee expectations and socialization are key factors that motivate employees. 
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