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Abstract: This study examined leadership and non-financial performance at the brewery industry in Nigeria. The study used
cross-sectional survey research design to survey 736 senior and junior employees of the company. The Multifactor Leadership
Questionnaire, job satisfaction scale, three-component commitment scale, and turnover intention scale was adopted to collect data.
The participants were recruited through Survey Monkey. Stratified sampling was adopted to ensure representative sample. Three
hypotheses were tested using Pearson’s correlation and hierarchical regression analysis. Findings of the study revealed that the
three leadership styles are positively correlated with job satisfaction, and employee commitment. Also the three leadership style
are negatively and statistical correlated with turnover intention. Cadre of employee (senior or junior employee) is a significant
predictor of employee job satisfaction and commitment. Both age and years of experience on the job are significant predictor of
employee turnover intention. On the basis of the aforementioned findings, this study concluded that the adoption of effective
leadership style is critical to job satisfaction, employee commitment and turnover intention. It is recommended that leaders should
adopt effective leadership style to foster employee job satisfaction and commitment with a view of lessen turnover intention.
Keywords: transformational leadership style, transactional leadership style, laisses-faire leadership style, job satisfaction,
employee commitment, turnover intention.

1. INTRODUCTION

The growth potential of the brewery industry in Africa and Nigeria in particular, is increasingly growing and encouraging
multinational companies to seek consolidation opportunities through mergers and acquisition purposes to improve their market
share and competitiveness (Meristem Securities, 2014; Haukur, 2017). To manage complications connected to consolidation drive,
there is need for strong leadership to drive the change process and performance improvement (Salleh & Grunewald, 2013). The
quest for improving business performance is one of the vital goals of every business organization (Rahim, Ofuani, & Olonode,
2018). Consequently, there is need for effective leadership to sustain company performance in both short and long term
(Babatunde, 2015). According to Mat (2008), the descriptions and meaning of leadership are evolving and researchers are striving
to improve understanding and recognition of leadership as a fundamental basis of firm success and business sustainability.
Leadership is extensively studied in management literature and generally defined as the capability to influence subordinates
towards a desired goal (Robbins & Judge, 2017). There are three major leadership styles, including transactional, laissez-faire, and
transformational leadership, and each of these leadership styles have been reported to influence dispositional and organizational
outcomes such as job satisfaction, commitment and turnover intention. Desired employees’ behavior and work performance can
only occur if the leaders are able to manage them productively (Mosadeghrad, 2003). Many scholars have documented that
employee job satisfaction and commitment rely mostly on the leadership style to enhance the performance of both employee and
the entire organization (Tnay, Othman, Siong, & Omar, 2013).

According to Wang, Wang, Xu, and Ji (2014), there is a direct link employee performance and leadership styles. Employee job
performance can be viewed as the value that an individual brings to the company (Motowidlo & Kell, 2012). In this competitive
business environment, leadership is needed to enhance job satisfaction and poor leadership has been documented as one of the
major outcomes of poor employee and organizational performance. According to Haque, Faizan and Cockrill (2017), satisfied
employee is more efficient and dexterous in performing his or her work. Academics have documented that employee commitment
and leadership styles are fundamental influences that determine organizational success or failure (Trottier, Van Wart, & Wang,
2008). According to Robbins (2006), employee commitment evaluates the degree to which employee recognizes and aligns with
the goals/ hopes of the organization and maintain the status as the group member. According to Yasir, Imran, Irshad, Mohamad,
and Khan (2016), the growing interest in leadership is a result of the conviction that if employees are properly managed, it will
lead to improve job satisfaction, and employee commitment which may lessen turnover intention. Withdrawal of employees
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mostly label as turnover intention could have a considerable negative consequence on organizational processes and outcomes. The
consequences of employee turnover for business organizations are multidimensional and contain loss of employees who possess
requisite competencies and, most important, knowledge that may be challenging to easily replace. Besides, high rate of attrition
has serious consequences on firm’s performance (Phuong, 2016).
1.2 Statement of the Problem
Changing business landscape and competitiveness have demanded the need for leadership effectiveness to enhance employee job
satisfaction, commitment and turnover intention. Newhaul (2012) stated that only 50% to 60% of leaders in most organizations
admitted being effective in demonstrating leadership competences to stimulate desired employee behavior to sustain performance
improvement. Factors that increase employees’ job satisfaction and commitment have become a huge challenge for businesses,
necessitating the need for leadership to adopt the right and effectiveness leadership styles towards improving employees’ job
performance and commitment. According to Abayomi (2020), countless companies face challenges of high employee turnover,
lack of job commitment, resulting to poor business performance. This has caused low productivity and difficulty in sustaining
organizational performance. Therefore, adopting effective leadership styles provide basis for enhancing job performance,
employee commitment and provide basis for reducing turnover intention. Leadership is one of the major influences that ensure the
success of a company. Companies need skillful, competent and committed workers to accomplish desired goals. There have been
a number of studies that have identified leadership conducts as vibrant element that determine employee job performance and
commitment (Garg & Ramjee, 2013; Dahie, Mohammed, & Muhammed, 2017; Gcaza, Garande, & Ezhezona, 2018). Similarly,
scholars have confirmed the connection between leadership and employee turnover intention (Wang et al. 2014; Abayomi, 2020).
According to Jing and Avery (2008), notwithstanding high conjectured between leadership-performance relationships documented
by some academics, research outcomes are indecisive and making it challenging to deduce direct assessments between the two
variables.
1.3 Objective of the Study
This study examined the association between leadership and non-financial performance of the brewery industry in Nigeria. The
specific objectives are:
l. To investigate the relationship between leadership style and job satisfaction in the brewery industry in Nigeria.
Il. To study the relationship between leadership style and employee commitment in the brewery industry in Nigeria.
M. To examine the relationship between leadership style and turnover intention in the brewery industry in Nigeria.

2. LITERATURE REVIEW AND THEORETICAL FRAMEWORK

2.1 Leadership: Definition and Meaning

The growing interest in leadership research by academics and business practitioners is because of its strategic importance in
business, political, educational, and social establishments for the achievement of both short and long-term objectives. Literarily,
leadership in the organizational context is related to the person who is recognized by the organization to coordinate the activities
of the company. Leadership is a process of having outstanding influence on subordinates to accomplish predetermined goals
(Burns, 2003). According to Fry (2003), leadership is a strategic practice of offering motivation by the leader to improve
employee’s potential for growth and development. Northouse (2016) defined leadership as a way of influencing subordinates to
accomplish common objectives. Leadership styles are behaviors or practices that leaders use to promote accomplishment of
extraordinary performance (Bass & Avolio, 1994). Leadership literature is proliferated with many leadership styles, some of the
major ones are: transformational, transactional and laissez-faire leadership styles. Transformational leadership style inspires
employee to develop themselves and improve their competence towards accomplishment of desired goals. Transactional leaders
demonstrate preference for beneficial and counteractive dealings to guarantee that employees achieve desired tasks (Bass & Bass,
2008). Transactional leaders are not interested in relationship building with subordinates; instead, they desire exchange in term of
work accomplishment and reward (Harms & Crede, 2010). Laissez-faire leadership style is described by its physical presence but
absence of real leadership practices and activities (Burns, 2003). Laisses-faire leadership style abstains from decisions or
reluctance when needed (Bass & Bass, 2008). Laissez-faire leadership style is characterized by the leader’s non-feasible or lack of
connection with the job activities (Goodnight, 2011).

2.1.1 Leadership and Employee Job Satisfaction

The notion of employee satisfaction is a phenomenon that has been widely studied by researchers (Spector, 2011). Job satisfaction
has been conceptualized in many different ways in literature. Some viewed it as the level of happiness connected to employee
work. Park and Deitz (2006) defined job satisfaction as the inner most accord of employees in connection to his or her job.
Furnham, Eracleou, and Chamorro-Premuzic (2009) conceptualized job satisfaction as the extent to which employees are satisfied
with their work. According to Eskildsen and Dahlgaard (2000), employee perception regarding leadership behavior and style is a
predictor of job satisfaction. According to Burns (2003), rising job satisfaction in the workplace cannot be detached from the
quality of leadership. Ni-Nengah, Wayan, and Nengah (2018) stated that leadership style has positive and considerable impact on
job satisfaction. According to Shahzad and Khanzada (2018), transformational leadership positively influences job satisfaction
and performance. Burns (2003) stated that the application of transformational leadership in any company significantly influence
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job satisfaction of workers. Miles and Mangold (2002), said that job satisfaction is easier to accomplish by leaders who adopt
transformational style because of effective interaction with employees. Northouse (2016) expressed similar position and
confirmed that transformational leadership positively influences job satisfaction.

2.1.2 Leadership and Employee Commitment

Job commitment remains one of the most investigated phenomena in the literature of organizational behavior and management
(Babatunde, 2015; Abdul, Veronica, & Zubair, 2017). According to Sid (2018), employee commitment refers to the readiness to
persist in a course of action over a given period of time. Allen and Mayer (1990) identified three dimensions of employee
commitment: affective, continuance, and normative commitment. Employees with affective commitment maintain his or her
employment with the organization because they enjoy working with the company (Vandenberghe, 2014). Continuance
commitment is a propensity to engage in stable lines of activity based on the individual’s perception of the ‘costs’ connected with
halting the activity. Normative commitment refers to totality of internalized normative burdens in accomplishing organizational
objectives (Fu, Bolander, & Jones, 2009). Job commitment is larger for employees whose leaders solicit and encourage their
participation in decision making process (Ugboro, 2006), who consider employees with utmost consideration (Shore & Wayne,
1993), treat them with fairness (Brockner, Tyler, & Schenider, 1992) and are supportive of subordinates (Allen & Meyer, 1990).
According to Yahchouchi (2009), leadership style was presumed to be more transformational than transactional and that both
leadership styles exert positive association and influence on employees’ job commitment. Raja and Palanichamy (2011) stated that
transformational leadership style was more favored and more connected to employees’ commitment than transactional leadership.
Garg and Ramjee (2013) reported a weak positive significant association between transformational leadership and affective,
normative, and continuance commitment.

2.1.3 Leadership and Employee Turnover Intention

Employee turnover intention is level of workforces that will quit an organization before the end of their employment contract
(Loquercio, Hamersley, & Emmens, 2006). Turnover intention is viewed as an antecedent of the actual behavior of leaving the
company, and many scholars established a strong association between turnover intentions and actual turnover behavior (Lee, &
Ha-Brookshire, 2017). Turnover can be categorized as voluntary and involuntary. Employees who seek for higher opportunity in
other company initiate voluntary turnover (Rahman & Nas, 2013). Involuntary turnover, on the other hand, is due to the dismissal
of employees by the company (Abbasi, Hollman, & Hayes, 2008). According to Siew (2017), leadership styles exert strong
association with turnover intention. Tse and Lam (2008) reported that both transformational and transactional leadership have a
very strong influence on turnover intention. Long, Yusof, Kowang, and Heng (2014) reported negative non-significant
relationship between turnover intentions and transactional and transformational leadership styles. Workforces under democratic
leadership style are less likely to engage in turnover intentions due to the collaboration and inspiration from the leader. Siew
(2017) documented significant association between transformational and transactional leadership style and turnover intention.
Employees are more persuaded and motivated by leaders who demonstrate care and concern for them (Abayomi, 2020).
2.2Transformational Leadership Theory

For several decades, transformational leadership theory has been recognized as a major approach in studying leadership styles
(Northhouse, 2016). Transformational leadership theory originates from Burns in 1978 and later improvised by Bass in 1985.
According to Kirkbride (2006), the inspiration and motivation of transformational leaders reassure subordinates towards greater
job efficiency. Leaders that adopt a transformational leadership style inspire subordinates to be innovative and imaginative, thus,
promoting learning approach to resolving complicated problems (Schepers, Wetzels, & Ruyter, 2005). According to Mujkic,
Sehic, Rahimic and Jusic (2014), transformational leadership demonstrates how the leader inspires and encourages other workers
to bring out outstanding performance. Transformational leadership consists of four elements, namely charismatic, inspirational,
intellectual stimulation, and individualized consideration. The concept of charismatic leadership style often labels as idealized
influence described how leadership arises to manage complications (Burns, 2003). Inspirational motivation is level to which
leader expresses disposition that is engaging and motivate employees (Burns, 2003). Intellectual stimulation describes how leader
encourages employees towards accomplishment of tasks and desired performance standards (Bass & Bass, 2008). Individualized
consideration describes the extent to which the leader demonstrates concern and offers the needed climate for them to exploit their
capability (Burns, 2003).

2.3 Research Hypotheses

This study addressed three research hypotheses in null forms.

Hoa: There is no statistical association between leadership style and job satisfaction in the brewery industry in Nigeria.

Hoz: There is no statistical association between leadership style and employee commitment in the brewery industry in Nigeria.
Hos: There is no statistical association between leadership style and turnover intention in the brewery industry in Nigeria.

3. METHODOLOGY
The study adopted correlational research design to investigate the relationship among the phenomena under investigation.
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3.1 Population, Sample Size and Sampling Approach

The target population for this study was managers on both senior and junior cadres at Nigerian Breweries Plc. The company has
736 managers (both senior and junior) spread across it headquarter, brewery plants and regional business units in Nigeria. To
obtain the sample size, Yemane formula (1967) sample size formula was used. The study arrived at 400 sample size. Stratified
random sampling was used to select participants.

3.2 Measures and Instrumentation

Four distinct instruments were adopted to measure variables investigated in this study. The Multifactor Leadership Questionnaire
(MLQ) developed by Bass and Avolio (1994) was used to measure leadership styles, Job Satisfaction Survey developed by
Spector (2011) was adopted to evaluate employees’ job satisfaction, Employee Commitment Scale developed by Mayer and Allen
(1991) was used to assess employees’ commitment, and Employee Turnover Intention scale developed by Bothman and Roodnt
(2013) was adopted to estimate employees’ turnover intention. An online survey method, known as Survey Monkey was used to
gather opinion concerning phenomena under investigation.

3.3 Data and Statistical Analysis

Responses gathered were analyzed using Statistical Package for Social Sciences (SPSS). Hypotheses were tested using Pearson
correlation and hierarchical multiple regression analysis. All the assumptions for employing regression analysis were met
satisfactorily.

4.1 RESULTS AND DISCUSSIONS
Table 1: Demographic Characteristics of Respondents

Variables Frequency Percentage (%)
Gender

Male 159 71.6
Female 63 28.4
Age Group

26 — 25 years 28 5.6
36 — 45 years 187 37.2
46 — 55 years 138 274
Years on the Job

Less than 1 year 10 45
2 — 3 years 21 9.5
4 — 5 years 17 1.7
6 — 7 years 35 15.8
8 years and above 139 62.6
Cadre of Employment

Junior manager 164 73.9
Senior manager 58 26.1
Educational Qualification

Diploma or equivalent 5 2.3
Bachelor’s Degree or equivalent 89 40.1
M.Sc./MBA or equivalent 119 53.6
Doctorate Degree 1 0.5
Others 8 3.6

Source: Field Survey, 2019

As shown in Table 1, participants were 222 employees at the Nigerian Breweries Plc. There were 159 (71.6%) men and 63
(28.4%) women. Regarding their age, 78 (35.1%) were between 26 and 35 years old, 102 (45.9%) were between 36 and 45 years
and 42 (18.9%) were between 46 and 55 years. Regarding years with current employer, 10 (4.5%) were employed less than 1 year,
21 (9.5%) were employed between 2 and 3 years, 17 (7.7%) employed between 4 and 5 years, 35 (15.8%) were employed between
6 and 7 years, and 139 (17%) were employed between 8 years and above. As regard their cadre or position, 164 (73.9%) were
junior manager and 58 (26.1%) were junior level manager. Concerning their educational level, 5 (2.3%) were diploma holder or
equivalent, 89 (40.1%) were university graduates or equivalent, 119(53.6%) holds a Master’s degree or equivalent, 1(0.5%) holds
Doctorate degree. Content analysis of those that indicated “other” 8(3.6%) revealed that 6 of those participants hold postgraduate
diploma, 1 hold diploma in Brewery and the remaining 1 holds professional qualification.

Hoa: There is no statistical association between leadership style and job satisfaction in the brewery industry in Nigeria
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Table 2: Correlation Matrix of Leadership and Job satisfaction

Mean SD 1 2 3 4
Transformational Leadership 3.19 .616 1
Transactional Leadership 2.20 165 .269** 1
Laisses-faire Leadership 1.29 1.406 077 726** 1
Employee satisfaction 3.48 .364 .006 .165* 192%* 1

Source: Field Survey, 2019

Table 2 shows inter-correlations among the three leadership styles and employee satisfaction. As shown in Table 2, the mean
values for the transactional and laisses-faire leadership styles are relatively low compare to transformational leadership style.
Employee satisfaction is relatively higher. Specifically, the dimensions of leadership styles exhibited low to moderate positive
relationship with one another. From Table 4, the relationship among leadership styles and employee satisfaction shows that,
transformational leadership style and employee satisfaction (r=.006, p>0.01), transactional leadership style and employee
satisfaction (r=.165*, p<0.01), and laisses-faire leadership style and employee satisfaction (r=.192*, p<0.01). From the above
results, transformational leadership exhibits low and non-significant relationship with employee job satisfaction. Both
transactional and laissez-faire leadership styles exhibit low positive significant relationship with employee job satisfaction. Two
steps hierarchical regression is then run.

Table 3: Results of the hierarchical multiple regression with step 1 (predictors predicting employee satisfaction,
controlling for demographic variables)

Source B SE B T P Significant
predictor

Gender .028 .053 .034 528 .598 No

Age .026 .036 .051 715 A75 No

Years of experience on the job -.032 .022 -.107 -1.473 142 No

Cadre of employee .307 .053 371 5.773 .000 Yes

Educational qualification .017 .015 .073 1.122 .263 No

Results for the first block of the hierarchical regression are presented in Table 3. The first step (block 1) of the hierarchical
multiple regression revealed that among the demographic variables consisting gender, age, years of experience on the job, cadre of
employee and educational qualification evaluated, only cadre of employee (p=.371, t=5.773 and p<.001) is a significant predictor
of employee job satisfaction, others are not a significant predictor of employee job satisfaction. The first model revealed the
following statistics F (5, 216) = 7.166, p=.000, R = .377, R?= .142 and adjusted R?=.122. Result for step 2 of the hierarchical
multiple regression is presented in Table 4. In the second step (block 2) of the hierarchical multiple regression that included all of
the predictor variables revealed that the combination of the control variables and the three leadership styles do significantly
predict employee satisfaction, F (3, 213) = 4.789, p<.001.

Table 4: Results of the hierarchical multiple regression with step 2 (control variables and predictors predicting employee
satisfaction)

Source B SE B T P Significant
predictor
Gender .021 .052 .026 .399 .690 No
Age .042 .036 .083 1.170 .243 No
Years of experience on the job -029 .022 -.096 -1.348 179 No
Cadre of employee 411 .065 497 6.325 .000 Yes
Educational qualification .020 .015 .087 1.344 .180 No
Transformational leadership -154  .045 -.261 -3.460 .001 Yes
Transactional leadership -.016 .046 -.034 -.346 730 No
Laissez-faire leadership .018 .024 .069 .755 451 No

From Table 4 above, the entire group of variables significantly predicted employee job satisfaction F (8, 213) = 6.510, p<.001,
R=.443, R?= .196, adjusted R?= .166. From the above statistics, the entire variables predicted 17% of employee job satisfaction.
The coefficient of determination (R?) indicated that 17% of the variation in employee satisfaction can be explained by leadership
consisting of transformational, transactional and laissez-faire leadership styles. Finding of this study revealed that leadership
predicts employee satisfaction. From the results of statistical analysis, hypothesis one which states that there is no statistical
association between leadership and employee job satisfaction in the brewery industry in Nigeria is not supported. Findings of this
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study lend acceptance to the view expressed by Eskildsen and Dahlgaard (2000) and Burns (2003) that growing level of employee
satisfaction in the workplace is strongly connected to leadership.
Hoz: There is no statistical association between leadership style and employee commitment in the brewery industry in Nigeria.

Table 5: Correlation Matrix of Leadership and Employee Commitment

Mean SD 1 2 3 4
Transformational Leadership 3.19 .616 1
Transactional Leadership 2.20 .765 .269** 1
Laisses-faire Leadership 1.29 1.406 .077 726%* 1
Employee commitment 3.91 .695 178** 101 .030 1

** Correlation is significant at the 0.01 level (2-tailed). N= 222
Source: Field Survey, 2019

Table 5 shows inter-correlations among the three leadership styles and employee commitment. As shown in Table 5, the mean
values for the transactional and laisses-faire leadership styles are relatively low compare to transformational leadership style.
Employee commitment is relatively higher. Precisely, the dimensions of leadership styles exhibited low to moderate and high
positive relationship with one another. From Table 4, transformational leadership and employee commitment (r=.178**, p<0.01),
Transactional leadership and employee commitment (r=.101, p>0.01) and Laissez-faire leadership and employee commitment (r=
.030, p>0.01). From the above results, transformational leadership exhibits low positive and significant relationship with
employee commitment. Both transactional and laissez-faire leadership styles exhibit low positive and non-significant relationship
with employee commitment. Hierarchical multiple regression analysis was further carried out.

Table 6: Results of the hierarchical multiple regression with step 1 (predictors predicting employee commitment)

Source B SE B T P Significant
predictor

Gender -011  .098 -.007 -113 .910 No

Age .080 .068 .083 1.189 .236 No

Years of experience on the job -001 .041 -.002 -.026 979 No

Cadre of employee .659 .099 417 6.644 .000 Yes

Educational qualification .019 .029 -.043 -.672 .502 No

Results for the first block of the hierarchical regression are presented in Table 6. The first step (block 1) of the hierarchical
multiple regression revealed that among the demographic factors investigated: gender, age, years of experience on the job, cadre
of employee and educational qualification, only cadre of employee is a significant predictor of employee commitment (p=.417,
t=6.644 and p<.001), others were not significant predictors of employee commitment. The first model revealed the following
statistics F (5, 216) = 9.698, p=.000, R = .428, R?=.183 and adjusted R?=.164. Results for step 2 of the hierarchical regression are
presented in Table 7. In the second step (block 2) of the hierarchical multiple regression that included all of the predictor variables
revealed that the combination of the control variables and the three leadership styles do significantly predict employee
commitment, F (3, 213) = 1.381, p>.001.

Table 7: Results of the hierarchical multiple regression with step 2 (control variables and predictors predicting employee
commitment)

Source B SE B T P Significant
predictor

Gender -011  .098 -.007 -.109 913 No

Age .095 .068 .098 1.387 167 No

Years of experience on the job -.006 .041 -.010 -.135 .893 No

Cadre of employee .786 124 498 6.340 .000 Yes
Educational qualification -.013  .029 -.030 -.459 .646 No
Transformational leadership -.100 .085 -.088 -1.172 242 No
Transactional leadership .014 .088 .015 153 .878 No
Laissez-faire leadership -.063 .045 -.126 -1.377 170 No

From Table 7 above, the entire group of variables do not significantly predict employee commitment F (8, 213) = 6.611, p=.249
which is >.001, R=.446, R?= .199, adjusted R?= .169. From the above statistics, the entire variables predicted 20% of employee
commitment. The coefficient of determination (R?) indicated that 20% of the variation in employee commitment can be explained
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by leadership consisting of transformational, transactional and laissez-faire leadership styles. Model 2 of the hierarchical multiple
regression analysis revealed that leadership influence employee commitment, but it is not a significant predictor of employee
commitment. The outcome of this study contradicts the research carried out by Arjun and Ajaya (2014) and Ozge, Sabiha, and
Engin (2015) who stated that leadership significantly predicted employee commitment.

Hos: There is no statistical association between leadership style and turnover intention in the brewery industry in Nigeria.

Table 8: Correlation Matrix of leadership and turnover intention

Mean SD 1 2 3 4
Transformational Leadership 3.19 .616 1
Transactional Leadership 2.20 .765 .269** 1
Laisses-faire Leadership 1.29 1.406 077 726%* 1
Turnover intention 3.26 527 -.137* 151* .200** 1

Source: Field Survey, 2019

Table 8 shows inter-correlations among the three leadership styles and employee turnover intention. As shown in Table 8, the
mean values for the transactional and laisses-faire leadership styles are relatively low compare to transformational leadership
style. Specifically, the dimensions of leadership styles exhibited low to moderate and high positive relationship with one another.
Table 8 depicts the relationship among the three leadership styles and employee turnover intention. Transformational leadership
and turnover intention (r= -.137*, p<0.01), Transactional leadership and turnover intention (r= .151*, p<0.01) and Laissez-faire
leadership and turnover intention (r=.200**, p<0.01). From the above results, transformational leadership exhibits low negative
and significant relationship with employee turnover intention. Also both transactional and laissez-faire leadership styles exhibit
low positive and significant relationship with employee turnover intention. Subsequently, hierarchical regression was run.

Table 9: Results of the hierarchical multiple regression with step 1 (predictors predicting employee turnover intention)

Source B SE B T P Significant
predictor

Gender -001 .080 -.001 -.012 .990 No

Age -154  .055 -.209 -2.791 .006 Yes

Years of experience on the job 101 .033 .229 3.008 .003 Yes

Cadre of employee .044 .081 .037 550 .583 No

Educational qualification .025 .023 .073 1.063 .289 No

Results for the first block of the hierarchical regression are presented in Table 9.The first step (block 1) of the hierarchical
multiple regression revealed that among the demographic factors investigated: gender, age, years of experience on the job, cadre
of employee, and educational qualification, only age (f=-.209, t=-2.791 and p<.001) and years of experience on the job ($=.229,
t= 3.008 and p<.001) are significant predictor of employee turnover intention, others were not significant predictors of turnover
intention. The first model revealed the following statistics F (5, 216) = 2.562, p=.028, R = .237, R?= .056 and adjusted R?=.034.
Results for step 2 of the hierarchical regression are presented in Table 10. In the second step (block 2) of the hierarchical
regression that included all of the predictor variables revealed that the combination of the control variables and the three
leadership styles do significantly predict employee turnover intention, F (3, 213) = 3.999, p<.001.

Table 10: Results of the hierarchical multiple regression with step 2 (control variables and predictors predicting employee
commitment)

Source B SE B T p Significant
predictor

Gender -003 .078 -.002 -.036 971 No

Age -133  .054 -.182 2.473 .014 Yes

Years of experience on the job 114 .033 .259 3.495 .001 Yes

Cadre of employee .085 .098 071 .868 .386 No
Educational qualification .022 .023 .066 .978 329 No
Transformational leadership -100 .067 -.223 -2.840 .005 Yes
Transactional leadership .014 .070 .076 757 450 No
Laissez-faire leadership -.063 .036 145 1.520 .130 No

From Table 10 above, the entire group of variables significantly predicted employee turnover intention F (8, 213) = 6.091, p=.001
which is <.001, R=.361, R?= .131, adjusted R?= .098. From the above statistics, the entire variables predicted 13% of employee
turnover intention. The coefficient of determination (R?) indicated that 13% of the variation in employee turnover intention can be
explained by leadership consisting of transformational, transactional and laissez-faire leadership. Model 2 of the hierarchical
multiple regression analysis revealed that leadership consisted of transformational, transactional and laissez-faire leadership
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influence employee turnover intention. Findings of this study demonstrated that leadership predicts employee turnover intention,
which corroborated outcomes of studies carried out by Belete (2018) and Ebrahim (2018).

5. CONCLUSION AND IMPLICATIONS

This study investigated leadership and non-financial business performance at Nigerian Breweries Industry Plc. Leadership was
evaluated using transformational, transactional and laisses-faire leadership styles. Non-financial business performance was
measured using job satisfaction, employee commitment and turnover intention. Leadership is vital because successful leaders will
be able to offer guidance and monitor subordinates achievement towards improved performance. The quality of leadership is very
fundamental to employee and firm’s performance (Spector, 2011; Mallikarjuna, 2014; Sid, 2018). Concerns for improve business
performance as a way of improving firm success has enlarged among business leaders. This is because companies depend on
effective leadership to motivate, inspire and sustain performance improvement (Van Wart, 2014). According to Leavy (2016),
irrespective of the nature and scope of business, leadership role is a serious concern for the success of organizations. Therefore, to
enhance employee satisfaction and job commitment, it is important for leaders to adopt effective leadership style to lessen
employee stress and foster employee engagement (Burns, 2003). This is based on the premises that when a leader fails in
promoting and nurturing job satisfaction, it become difficult to encourage desire behavior on the part of the employee and by
extension it will create complications in accomplishing the firm’s goals (Long et al., 2014).

Employee retention is a very vital issue if organizations are to accomplish and maintain success, therefore, leadership must
develop and adopt effective leadership style to lessen turnover intention. Poor leadership style builds a toxic workplace where it
will be challenging for subordinates to perform their job effectively resulting to declining job satisfaction, lack of commitment
and intention to quit. David (2014) said that ineffective leadership results to loss of hope and create tension in the workplace,
because employees will not be inspired and loss confidence working with the organization. Nowadays, competent leadership is in
high demand in diverse business organizations and a great dexterity of leadership is prerequisite by the leaders to manage business
organization (Salleh & Grunewald, 2013). According to Lok and Crawford (2004), the success and failure of a firm are
determined by the styles and practices demonstrated by the leaders. Dalluay and Jalagat (2016) remarked that leadership is an
influencing factor towards promoting a thriving workplace where employees at all levels will be satisfied and committed to the
goals of the organization. The dominant implication of this research study is that, leadership should take some innovative steps to
improve employee’s job satisfaction, enlarge employee commitment and lessens employee turnover intentions. Therefore,
research into leadership and non-financial performance in the Nigeria brewery industry, may uncover the need for leadership
development initiatives require to improve the performance of the industry. Also, findings of this research are important to
researchers, business leaders and practitioners, as the conclusions drawn from this study may help them to recognize leadership
style that are appropriate to drive both employee and company performance.

5.1 Limitations and Suggestion for Further Studies

All research studies have some essential limitations, irrespective of methodology (Yin, 2014). This study was limited in scope and
generalizability, as the study participants were drawn from the Nigerian breweries industry Plc. Thus, participant viewpoints
concerning leadership and non-financial performance may not account for overall perceptions of the population of employees in
other breweries company or business settings. Future researchers could broaden the scope of the study by extending the
investigation to other breweries companies and attempt to obtain larger sample size to produce more exciting findings. Besides,
the study was correlational research, and is therefore not possible to prove causality. Future researchers could adopt other research
design and introduce additional variables such organizational climate and reward management system as a mediating variables to
enhance the generalizability of the findings.
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