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EFFECT OF LEADERSHIP STYLES ON EMPLOYEES’ 
PERFORMANCE: A STUDY OF SEVEN-UP PLC

The need to develop better styles of leading is becoming increasingly im-
perative in all organizations because different situations require different 
styles of leading. Some firms face the problems of poor innovation, low-
er productivity and inability to meet performance targets due to lack of 
strategic interventions of specific leadership styles to particular situations 
which is constantly affecting employees’ performance. The objectives of 
the study were, to: determine the extent to which participative leadership 
style affects productivity and evaluate transformational leadership style 
as it affects employees’ commitment. The study adopted survey research 
design where the population consists of all employees of 7-Up Plc Oluyole 
Plant, Ibadan. which was 1126, using Krejcie and Morgan (1970) formu-
la, a sample size of 286 was obtained. The hypotheses were tested using              
Ordinary Least Square (OLS) regression method at 0.05 alpha level of 
significance. The study concluded that there is a positive and significant 
effect of leadership styles on employees’ performance. This implies that 
effective leadership styles in terms of participative and transformational 
styles positively impacts employees’ performance in terms of productivity 
and employees’ commitment. The study recommended that business organ-
izations in Nigeria should adopt workable leadership styles in such a way 
that it give room for higher productivity.
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INTRODUCTION
 Leadership in today’s world is about 
leadership in times of rapid change. 
It is also the demand of management 
that propels others to action. It is one 
of the essential functions that must be 
performed by all who direct the work 
of other people. Of all management 
functions, the concept of leading is 
somehow complex to understand and 
evaluate. Leadership is a vital element 
in the social relationship of people and 
group at work. A group needs a leader 
and a leader needs followers.

 An effective leader gets others 
(followers) to act in a particular way 
and may impel them to actions by any 
of the numerous devices; persuasion, 
influence, power, threat or force. 
Leadership, therefore, is a dynamic 
process at work among group of 
employees whereby an individual 
over a particular period of time and 
in a particular organizational context, 
influences other group members 
to commit themselves freely to the 
achievement of group tasks or goals. 
Also, it is the human factor, which 
link a group together and motivates it 
towards the realization of the set goals.  

 Leadership styles have significant 
and substantial effects on small 
businesses and also on the world’s 
largest corporations. These styles 
affect everyone from top management 
to even the new entrants. They create 
the corporate culture that influences 
the organization and performanceof 
employees in terms of meeting 
deadlines. Leadership style refers to 
a leader’s behavior and attitude of 
governance and supervision in a firm.  

 The need to develop better 
leadership styles is becoming 
increasingly imperative in all 
organizations. Although, leadership has 
become an older concept and a lot has 
been written on it, yet the functions of a 
leader are so much critical and a factor 
of major influence to the organization 
that every aspect and dimension 
needs further clarifications. Different 
situations requires different leadership 
styles, a coaching leadership may be 
most effective in a highly motivated 
and aligned team with a homogeneous 
level of expertise. The style should be 
one that most effectively meets the 
objectives of the team while balancing 
the interest of its followers and team 
members of that group which is led by 
an effective leader.

 Leadership has been defined by 
several authors in their styles and 
understanding, in a number of ways, 
communication of a leader does play 
a key role as matters arising are to 
be transmitted to followers through 
communication and this is how leaders 
win the confidence and trust of their 
followers, paving the way to inculcate 
the firm’s vision. Some leaders 
are aware of their exact impact on 
followers but still, followers’ individual 
characteristics and differences create 
differentiation in reception of leader’s 
influence.

 Shalley (2004), described 
leadership style as a leader’s style of 
providing direction, motivation and 
implementing plans which results 
from the philosophy, personality and 
experience of the leader. Few leaders 
understand the full significance of how 
influential their leadership styles are 
on the performance and satisfaction 
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of their employees. Leadership is 
the major weapon of a firm, that is, 
through better leadership, managers 
can achieve their goals as well as 
workers’ productivity.

STATEMENT OF THE PROBLEM
 Employee performance includes 
executing defined duties, meeting 
deadlines, employee competency, 
effectiveness and efficiency in doing 
work. Various organizations need 
strong leadership styles that stimulate 
employee performance. Some firms 
face the problems of poor innovation, 
low productivity, and inability to meet 
performance targets. These happen 
due to lack of strategic interventions 
of specific leadership styles to 
particular situations was predicted as 
the problem at hand. These problems 
were continuously affecting employee 
performance, and that is why the 
study investigates the best leadership 
styles that stimulate performance of 
employees of 7-Up Plc. Today, the 
innovations in public and private 
sectors have raised a great concern 
on the outcome and the general way 
of leading (Bass, 2005). Ogbonna and 
Harris (2000), stated that a number 
of researches have shown that job or 
work performance and leadership are 
very crucial in our society and that 
to improve the quality of work or to 
enhance employee performance is a 
very challenging task for every leader. 
However, there are several variables 
that have a direct or indirect impact 
on employee performance, such as 
productivity, employee commitment, 
employee satisfaction, work quality 
etc. 

RESEARCH QUESTIONS

 The study tries to raise the 
following questions:
•	 To what extent can participative 

leadership style affects 
productivity

•	 To what extent can 
transformational leadership style 
affects employees’ commitment

RESEARCH OBJECTIVES
 The general objective of this study 
is to examine the effect of leadership 
styles on employee performance. The 
specific objectives are to:
•	 determine the extent to which 

participative leadership style 
affect productivity

•	 examine the effect of 
transformational leadership 
style on employees’ commitment

RESEARCH HYPOTHESES
 The following hypotheses were 
formulated for this study:

Ho1: participative leadership style 
has no significant effect on 
productivity

Ho2: transformational leadership 
style has no significant effect on 
employees’ commitment

LITERATURE REVIEW
Conceptual Clarifications
 Kuodri (2011), asserted that 
leadership is a process by which 
an executive can direct, guide and 
influence the behavior and work of 
others towards the accomplishment 
of specific goals in a given situation. 
Leadership is the ability of a manager 
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to induce the subordinates to work 
with confidence and interest. 
Meanwhile, leadership can be defined 
as the capacity to influence a group 
realization of the intended goals. 
Leaders are required to develop 
the future vision, and to motivate 
organizational members to want to 
achieve the visions and to improve 
performance.

 In manufacturing firms which 
are much complex organizations, 
leadership is required to advance the 
system to qualitative performance. In 
other words, to cope with the internal 
and external changing environments 
and to provide productive and 
satisfying work conditions in the 
business settings, effective leadership 
is quite imperative.

 There are many definitions of 
leadership given by researchers 
and theorists. Gibson (1987), 
defines leadership as the process of 
persuading other people to jointly 
seek to achieve the stated goals. Gunu, 
(2011), defined leadership as the 
ability to influence a particular group 
towards the achievement of set goals. 
Bass (2009), stated that research has 
shown that some leadership styles 
positively predict a wide range of 
performance outcomes including 
individuals, groups and organizational 
level variables. The nature of the work, 
styles of leadership, the design and 
content of jobs can have a significant 
impact on the satisfaction of staff and 
their level of performance. Leadership 
can be exhibited in a variety of ways 
and circumstances, most people think 
that the leader is only the country’s 
president or prime minister. However, 
leadership is not limited only to 

political leaders. Mothers and fathers 
show leadership in raising their 
children with good values, ethics 
and encouraging them to develop 
to their potential. Teachers show it 
in inspiring students to learn and to 
develop their intellectual capacity. 
Health care workers can be leaders and 
develop services that meet the needs of 
the communities they serve, or work in 
collaboration with other organizations 
to create the cost effective, prevention 
oriented programs and services, 
policemen use their leadership to 
protect the populace and take the 
security of the place, student’s leader, 
team leaders etc.

 Manktelow and Carlson (2011), 
posited that no one style fits all 
situations in firms, so it is useful to 
understand leadership frameworks 
and styles. Managers can then adopt 
an approach to fit the situations in 
their organizations. Leadership is 
defined in several ways, some says 
a leader is someone with followers 
and others see him as someone who 
motivates and influence workers to 
accomplish a specific goal. Leadership 
is something that people experienced 
or saw personally, every leader must 
have followers.

LEADERSHIP STYLES
 Carter and Daniel (2007), 
identified four different leadership 
styles which directly fell under the 
path-goal theory of Robert House to 
include Participative (democratic) 
style, Supportive (affiliative) style, 
authoritative (achievement-oriented) 
style and Coercive (directive) style.
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 Participative (democratic) Style 
–What do you think?; also known 
as the democratic style, involves all 
team members in identifying essential 
goals and developing procedures or 
strategies to reach those goals. From this 
perspective, participative leadership 
style can be seen as a style that relies 
heavily on the leader functioning as a 
facilitator rather than simply issuing 
orders or making assignments. This 
type of involved leadership style can 
be utilized in business settings. One 
of the main benefits of participative 
leadership is that the process allows 
for the development of the additional 
leaders who can serve the organization 
at a later date. Because leader who 
favor this style encourages active 
involvement on the part of everyone 
on the team, people are often able 
to express their creativity and 
demonstrate abilities and talents that 
would not be made apparent which are 
likely to ultimately improve employee 
performance. 

 The Affiliative (supportive) Style 
– People come first; this values the 
individual and his emotional wellbeing 
and more task and goals by taking 
a caring and nurturing approach. 
This style is  great for building team 
harmony, increase morale, improve 
communication or repair broken 
trust as it helps creates fierce loyalty, 
affinity, and friendship between the 
leader and the team members. In 
addition, the style positively impacts 
innovation, flexibility and the risk 
taking. Ample positive feedback is 
employed to recognize and reward 
work well done and also used to create 
a sense of belonging within the unit.

The Authoritative achievement-
oriented) Style – Come with me; in 
fact, this leader is one who sets goals 
and continually seeking improvements 
in performance.

 The Coercive (directive) Style – Do 
what I say; any leader adopting this 
style ends up creating an atmosphere 
of terror for their workers. They take 
unitary decisions without any form of 
input from their team members and 
hardly give any form of explanation. 
They oppose contributions from team 
members and generally insist on 
having things done their own way. 

 Other styles adapted from 
contemporary theory include basically 
the following; transformational 
style, leader-member exchange 
style, charismatic-visionary style, 
transactional style, team style and 
servant leadership style.

TRANSFORMATIONAL STYLE
 A transformational leader is one 
who stimulates and inspires followers 
to achieve extra ordinary outcomes. 
Also, Robert & Jane (1992), posited 
that transformational leaders inspire 
followers not just to believe in the 
leaders’ personality but to believe 
in their own potentials to imagine 
and create a better future for the 
organization. This leader is often 
identified as the single most effective 
style. It was first described during the 
late 1970s and later expanded upon by 
Bass. Some of the key characteristics of 
his style of leadership are the abilities 
to motivate and inspire followers and 
to direct positive changes in groups. 
Transformational leader tend to be 
emotionally intelligent, energetic 
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and passionate. They are not only 
committed to helping the organization 
achieve its goals, but also helping 
group members fulfill their potentials. 

 Research has shown that this 
style of leadership resulted in higher 
performance, more improved group 
employee satisfaction and well-being 
than other leadership styles.

TRANSACTIONAL STYLE 
 This is more concerned with 
maintaining the normal flow of 
operations. Transactional leadership 
style views the leader-follower 
relationship as a transaction. By 
accepting a position as a group member, 
the individual has agreed to obey the 
leader. In most situations, this involves 
the employer-employee relationship, 
and the transaction focuses on the 
follower completing required tasks in 
exchange for monetary compensations.

 One of the advantages of this 
leadership style is that it creates clearly 
defined roles. People know what they 
are required to do and what they will be 
receiving in exchange for completing 
these tasks. It also allow leaders to 
offer a great deal of supervision and 
direction of when needed. Group 
members may also be motivated to 
perform well so as to receive bigger 
rewards. One of its major downsides is 
that the style tends to stifle creativity 
and out-of-the-box thinking.  

 Meanwhile, Ingram (2018), stated 
that different managers employ 
distinctly different leadership styles. 
Managers must also adopt different 
motivational strategies and techniques 
to boost employees’ performance or 
accomplish internal change. 

FACTORS TO BE CONSIDERED IN 
DECIDING WHICH STYLE TO ADOPT 

The Task: Is the business critical? 
Must a decision be made immediately? 
What will be the potential impact of 
the business?

The Team: Does it have the required 
skills and resources? Is it used to 
making decisions?

Tradition: What has been the norm in 
the past?   

 For the purpose of this work, 
participative and transformational 
styles were adopted.

EMPLOYEES’ PERFORMANCE
 Employees’ performance is a key 
factor that contributes directly to the 
performance of a firm and if a company 
wants to assess the performance levels 
of all its employees, the owner needs 
proper planning with performance 
administrator. Employees’ performance 
plays a significant role on a firm’s 
growth and on the emerging markets.

 The seven-up executives believed 
that if employees have an understanding 
of how their performance translate 
in to the company’s overall ability 
to compete in the industry, and if 
they have the authority to act on that 
knowledge, they will start to think like 
leaders and everyone will do the job 
with confidence and interest.

Variants of employees’ performance 
according to this work are as follow;

1. Productivity
2. Employee commitment
3. Employee satisfaction
4. Work quality



15

Volume 13, Issue 1 Aun, Issac Iortimbir, Olota, Oluwayomi Omotayo, Ajayi, Oluseyi, Sanusi, Surajudeen Ishola 2019

 And for the purpose of this 
study, productivity and employee 
commitment were discussed.

Productivity
 Productivity, according to 
business dictionary is defined as 
the measure of the efficiency of a 
person, machine, factory, system, etc 
in converting inputs (labour, capital, 
energy, materials etc) to useful outputs 
(products and services). The only 
meaningful measure of industrial 
competitiveness is productivity 
due to its glaring connections with 
profitability. There are, however, a 
range of research studies undertaken 
around the world to improve the 
productivity of manufacturing firms. 
The variants of productivity according 
to Wendt (2007), are efficiency and 
effectiveness.

Efficiency: very often confused with 
effectiveness but in general term, 
efficiency is a measurable concept, 
quantitatively determined by the 
ratio of useful output to total input. 
It signifies a level of performance 
that describes using the least amount 
of input to achieve the highest 
amount of output. Also, efficiency 
requires reducing the the number of 
unnecessary resources used to produce 
a given output including time and 
energy.

Effectiveness: in contrast to efficiency, 
this refers to the ability of producing a 
desired results or output. That is, the 
degree to which objectives are achived 
and the extent to which targeted 
Sproblems are solved.

 Weihrich (2005), posited that 
productivity is the output to input ratio 

within a specified time period with 
appropriate consideration for quality. 
Productivity is therefore, computed by 
dividing average output per period by 
the total costs incurred or resources 
(capital, energy, material, personnel) 
consumed in that period.

Employee Commitment
 Akintayo (2010), defined 
employee commitment as the degree 
to which the employees feel devoted 
to their organizations. Meanwhile, 
organizations value employee 
commitment because it is typically 
assume to reduce withdrawal behavior, 
such as lateness, absenteeism and 
turnover. Hence, there is no doubt that 
these values appear to have a potentially 
serious consequences for overall 
organizational performance. Lo (2009), 
noted that employee commitment is 
important because workers with a high 
sense of commitment are less likely 
to engage in withdrawal behavior and 
more willing to accept change.

Theoretical Framework
 Generally, the field of leadership 
draws on a number of theories, 
particularly the trait theory which 
differentiate leaders from non-leaders 
by focusing on their personal qualities 
and characteristics and behavioral 
theory that focuses on behavioral 
patterns/styles that is, what the leaders 
do in carrying out their managerial 
jobs. Others are contingency, path-
goal, and contemporary theories of 
leadership. 
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The Trait Theory
 This approach represents the 
first scientific effort to study and 
understand leadership. In this theory, 
earliest studies of Ralph Stogdill 
and others were based largely on 
an attempt to identify the traits that 
leaders actually possess. Starting with 
the ‘great man’ theory which states that 
‘leaders are born and not made’ where 
inquiries were made to identify the 
physical, mental and personality traits 
of various leaders. The thinking behind 
this approach was that the secret of 
leadership in some innate qualities 
of leadership prowess possessed by 
selected individuals in a firm. Though, 
the ‘great man’ theory lost much of its 
acceptability to the rise in influence 
of the behavioral school of taught 
which emphasized that people are not 
born with traits other than inherited 
physical characteristics and perhaps, 
tendencies towards good instance, bad 
eye sight.  The search for personality, 
social, physical or intellectual 
attributes that would describe leaders 
and differentiate them from non-
leaders goes back to the erstwhile 
stages of leadership research. A 
breakthrough came when researchers 
began to organize traits around the big 
five model of personality framework.  

THE BEHAVIORAL THEORY
 When it was evident that effective 
leaders did not have a particular set 
of distinguished traits, the issue of 
behaviors and characteristics were 
used to isolate effective leaders, by 
trying to determine what effective 
leaders do and how they delegate 
tasks. These also include how they 
communicate with and try to motivate 

their followers/employees. Behaviors 
can be learned, as all individuals 
trained in appropriate leadership 
behaviors should be able to lead more 
effectively. 

 The behavioral approach to 
leadership could be viewed in two 
ways:

 1. Leadership functions as the group 
maintenance and task-oriented 
activities that must be performed 
by the manager for the group to 
perform effectively.

2. Leadership has various patterns 
of behaviors noted during the 
process of directing and influencing 
employees’ behaviors. 

 A leader that has a task oriented 
style closely supervises followers to 
be sure that the task is performed 
satisfactorily. Getting the job done 
is highly prioritized than employee 
growth or personal satisfaction while 
leaders with employee oriented style 
put more emphasis on motivating 
subordinates rather than controlling 
them. They seek friendly, trusting 
and respectful relationship with 
employees, who are often allowed 
to participate in decisions that affect 
them.

PATH-GOAL THEORY
 This theory proposes that the leader 
is key individual in bringing about 
subordinate motivation, satisfaction 
and optimum performance. The 
leader’s job is seen as being one of:

1. Clarifying the tasks to be 
performed by subordinates

2. Clearing away or reducing road 
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blocks and pitfalls that could 
prevent goal attainment

3. Increasing personal satisfaction 
among subordinates

the theory is designated path-goal 
because it focuses on how the leader 
influences and clears the paths 
that subordinates take in order to 
reach goals. Here, the leader’s task is 
supplemental to providing whatever 
coaching, guidance and performance 
incentives not provided elsewhere by 
the organization. The theory suggests 
four specific kinds of leadership styles: 

a. Directive
b. Supportive
c. Participative
d. Achievement-oriented

CONTEMPORARY LEADERSHIP 
THEORY
 Considering the complex demands 
of modern organizations, this approach 
to leadership emerged. It allows 
leaders to be more effective, have 
ability to recognize the environment in 
which they operate and the complexity 
of the work they do and afford them 
the ability to react in such dynamic 
environment. Some leadership styles 
here empower subordinates to become 
freethinkers, independent minded and 
capable of exercising leadership. The 
theory sought to distinguish the various 
styles of leading. Transformational 
leaders most especially lead employees 
by aligning employees’ goals with 
those of the leaders’. Major styles 
here are transformational leadership, 
leader-member exchange, charismatic-
visionary, and servant leadership.

 

The study has adopted the behavioral 
theory because the issues of behaviors 
and characters determine what leaders 
do, how they communicate with and 
motivate their followers.

EMPIRICAL REVIEW

 Sougul (2015), conducted a research 
on the impact of leadership styles on 
employee performance in telecomm 
engineering companies in Chad, 
adopted a survey research design, and 
data was collected using questionnaire 
method and analyzed with the aid of 
SPSS. The study concluded that the 
turn-around of activities brought about 
by effective leadership styles were 
successful, and also that there were 
challenges that relates to employee not 
buying-in to certain leadership styles 
which sometimes results in lower 
productivity. 

 Iqbal (2015), carried out a research 
on the effect of leadership styles on 
employee performance in Pakistan, the 
study adopted a descriptive approach 
which uses focus group interviews, 
this was used in order to provide 
sufficient description for readers. The 
study’s target population was 1300 
employees where a sample size of 
233 workers comprising of managers 
at different levels. Questionnaire 
was used to collect data which was 
validated through a pilot study. The 
study concluded that participative 
leadership style has a greater positive 
influence on employee commitment in 
which situation employee feel power 
and confidence in doing their jobs and 
in taking certain decisions. 



18

Global Management Review 2019January - June

METHODOLOGY

 The study adopted a survey 
research design, it made use of primary 
data which were sourced directly 
from respondents through the use of 
questionnaire constructed by the study. 
The population of the study was 1126 
employees of 7-Up Bottling Company 
Plc Oluyole plant, Ibadan, these 
respondents were stratified according 
to their designations and using Krejcie 
and Morgan (1970) formula, a sample 
size of 286 was obtained out of which 
259 (which represents 90.6% response 
rate) copies of the questionnaire were 
completed and duly returned. The 
data collected were analyzed using 
Ordinary Least Square (OLS) method 

of regression with the aid of statistical 
package for social sciences (SPSS 
Version20) at 5% level of significance. 
Using a Likert scale of 5 points, the 
degree of agreement by respondents to 
each of the items in the questionnaire 
was measured by putting the scale 
into Strongly Agreed (SA), Agreed 
(A), Undecided (U), Disagreed (D), 
and Strongly Disagreed (SD) with the 
value of 5, 4, 3, 2, and 1respectively. 
In this study, there are identified 
leadership styles such as participative 
and transformational which were 
taken as independent variables and 
employee performance measured by 
productivity and work quality were 
taken as dependent variables.

DATA PRESENTATION AND ANALYSIS
Test Of Research Hypothesis I

Table 1: Model Summary

Model R R Square Adjusted R Square
Std. Error of the 

estimate

1 .760a .578 .551 1.37771

a. Predictors: (Constant), Participative Style

Source: SPSS Printout, 2019

 From regression analysis result 
shown in table 1 above, it was found 
that: R-square is (0.578). The R2 

value (0.578) measures the strength 
of relationship between productivity 
and participative style which means a 
57.8% of the variation in productivity as 
explained by participative leadership 

style while the remaining 42.2% was 
due to other variables that were not 
accounted for in the model. The value 
of R indicates a strong relationship 
between participative leadership 
style and productivity values of the 
variables.
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Table 2: ANOVAa

Model Sun of square Df Mean Square F Sig.

Regression
Resident
      Total

262.428
1758.236
2020.665

1
311
312

262.428
5.653

46.419 .000b

a. Dependent Variable: Productivity

b. Predictors: (Constant), Participative Leadership Style

Source: SPSS Printout, 2019

 From the ANOVA table above, p-value = 0.000 < 0.05 (sig). Since p-value < 
0.05, the null hypothesis which states that participative leadership style has no 
significant effect on productivity is rejected, thus the alternative that participative 
leadership style has significant effect on productivity is hereby, accepted.

Table 3: Coefficientsa

Model
Unstandardized 

coefficient
Standardized
coefficients T Sig.

B Std. error Beta

(Constant)
Participative

Style

11.031
.593

.520

.087 .760
21.206
6.813

.000

.000

a. Dependent Variable: Productivity 

Source: SPSS Printout, 2019

 The table 3 above holds that 
productivity = 11.031 when all other 
variables are held constant. Productivity 
would increase by 0.593 when there is 
an increase in participative style by 
one unit, while other variables remain 
constant. However, the result indicates 
that participative style has positive 
and significant effect (B=0.760, 
t-value 6.813, p < 0.05). This implies 
that when the organization adopts 
participative style over time, there will 
be 76.0% improvement on employees’ 
productivity hence increased 
performance. 

 Result of the hypothesis tested 
reveals that participative style has a 
significant effect on productivity. This 
result is in line with the findings of 
Sougul (2015), which stated that the 
turn-around of activities brought about 
by effective leadership styles were 
successful, and also that there were 
challenges that relates to employee not 
buying-in to certain leadership styles 
which sometimes results in lower 
productivity. 
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TEST OF RESEARCH HYPOTHESIS II

Table 4: Model Summary

Model R R Square Adjusted R Square
Std. Error of the 

estimate

1 .845a .714 .698 1.307752

a. Predictors: (Constant), Transformational Style

Source: SPSS Printout, 2019

 From regression analysis result shown in table 4 above, it was found that: 
R-square is (0.714). The R2 value (0.714) measures the strength of relationship 
between employee commitment and transformational style which means a 71.4% 
of the variation in work quality as explained by transformational leadership style 
while the remaining 28.6% was due to other variables that were not accounted for in 
the model. The value of R indicates a strong relationship between transformational 
leadership style and employee commitment values of the variables. 

Table 5: ANOVAa

Model Sun of square Df Mean Square F Sig.

Regression
Resident
Total

48.876
361.086
409.962

1
311
312

48.876
1.161

42.096 .000b

a. Dependent Variable: Employee Commitment

b. Predictors: (Constant), Transformational Leadership Style

Source: SPSS Printout, 2019

 From the ANOVA table above, p-value = 0.000 < 0.05 (sig). Since p-value < 
0.05, the null hypothesis which states that transformational leadership style has 
no significant effect on employee commitment is rejected, thus the alternative that 
transformational leadership style has significant effect on employee commitment is 
hereby, accepted.

Table 6: Coefficientsa

Model
Unstandardized 

coefficient
Standardized
coefficients T Sig.

B Std. error Beta

(Constant)
Participative
Style

4.034
  .218

.230

.034 .845
17.576
6.488

.000

.000

a. Dependent Variable: Employee commitment 

Source:  SPSS Printout, 2019

 The table 6 above holds that employee commitment = 4.034 when all other 
variables are held constant. Employee commitment would increase by 0.218s when 
there is an increase in transformational style by one unit, while other variables 
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remain constant. However, the result 
indicates that transformational style 
has positive and significant effect 
(B=0.845, t-value 6.488, p < 0.05). This 
implies that when the organization 
adopts transformational style over 
time, there will be 84.5% improvement 
on employee commitment hence 
increased performance. 

 Result of this hypothesis reveals 
that transformational style has 
a significant effect on employee 
commitment. This result is in line 
with the findings of Iqbal (2015) 
which stated that transformational 
leadership style has a greater positive 
influence on employee commitment in 
which case employees feel power and 
confidence in doing their jobs and in 
taking certain decisions. 

CONCLUSION AND 
RECOMMENDATIONS
 The study becomes imperative 
due to the fact that most firms today 
are struggling to carve a niche for 
themselves in the market and this is 
best achieved when a firm increase 
and sustain higher productivity and 
employee commitment by adopting 
appropriate/friendly leadership 
styles. Meanwhile, Seven—Up 
Bottling Company Plc have ensured 
higher productivity and employee 
commitment by sustaining workable 
styles of leadership hence increasing 
their performance on the job.

 The findings of the study shows 
positive and significant effect 
of leadership style on employee 
performance which implies that 
effective leadership style in terms of 
participative style and transformational 

style positively improves employee 
performance in terms of productivity 
and employee commitment. Thus, from 
the research objectives stated earlier, 
the study concludes that effective 
leadership styles have significant effect 
on influencing employee performance. 
In effect, from the result of the analysis 
above, participative style was found 
to positively affect productivity, 
while transformational style also has 
positive correlation with employee 
commitment.

The study therefore, recommends 
based on the findings that:

1.  Business organizations in Nigeria 
and around the world  today 
should employ workable/friendly 
leadership styles in such a way 
that it will give room for higher 
productivity.

2.  In order to stay in the competitive 
business environment, the study 
maintained that the right leaders 
with high capability be identified 
at all levels of the organization in 
both the public and private sectors 
in Nigeria to further improve 
performance.
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