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Abstract 

 

The study examines the effects of transformational and strategic leadership styles on employees’ task 

performance. A Descriptive survey and longitudinal research design were adopted for this study, The population 

of the study consisted of administrative staff currently in the service of Dangote Cement Plc, Ibese Ogun State. 

The sample size of one hundred (100) administrative staff were selected from the entire population based on 

Taro-Yamane (1967) sample size determination. A validated questionnaire tagged Leadership Competency Self-

Assessment questionnaire by Schulich Medicine and Dentistry Western (2016) and Assessing Reliability and 

Validity of Job Performance Scale by Rosman, Azlah and Anwar (2014) were modified and adapted to construct 

a suitable questionnaire for data collection.  Product Moment Correlation Statistical Procedure and multiple 

regressions analysis with the use of Statistical package for social science (SPSS) were used to analyse the data 

collected.  The result of the study showed that there is a significant relationship between transformational, and 

task performance. The study recommends that managers should adopt the appropriate leadership style that suits 

the organisation and at the same time taking into consideration the effective management of employees through 

good leadership style in order to increase the level of task performance and organisation efficiency. 
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Introduction 

 

Leadership has been singled out as a concept that has attracted the attention of many scholars over the past 

years. It is one of the most studied fields in the social sciences and carries weight in every walk of life related to 

business, politics, education and religion. According to Bass (2011), “there are almost as many different 

definitions of leadership as there are persons who have attempted to define the concept.” Leadership is therefore 

a complex construct that cannot be defined in two or three lines. Despite various definitions, the theoretical basis 

of leadership is that it is a process whereby one individual has the ability to influence a group of individuals to 

achieve a common goal. Kouzes and Posner (2016) described it as an interaction between two or more people 

that result in some kind of action leading to an output to satisfy a set agreement or criteria.  

 

There are different types of leadership styles; some of which are; transformational, laissez-faire, strategic, 

democratic, bureaucratic etc. however, the study wishes to understand the effect of transformational and 

strategic leadership on employees’ task performance in an organisation.  

 

Strategic leadership is the one who has clear vision, task, objective and policy to lead employees towards task 

performance. Strategic leader achieves these objectives by aligning strategy and sharing his ideas with 

employees (Bill, 2007). Koech et al (2012) reported that leadership is the main determinant of success or failure 

of an organisation, group, and even a nation. The organisation is inclined to focus on leadership since it is 

considered a technique for improving performance and handling impulsive situations. 

 

Strategic leadership refers to the ability to influence others to make voluntary decisions that can assist the 

prospects for the organisation’s long term success while maintaining short term financial stability. Different 

leadership approaches enhance the vision and direction of growth and the potential success of an organisation. 

To successfully deal with change, all executive need the skills and tools for both strategy formulation and 

implementation. In order to manage change and ambiguity, a strategic leader who not only provide a sense of 



              Proceedings of the 2
nd

 International Conference, The Federal Polytechnic, Ilaro, 10
th

 – 11
th

 Nov., 2020 

 

880  Toluwalope J. Sofoluwe & Bukola M. Afolabi 

direction, but who can also build ownership and alignment within their workgroups to implement change is 

required. (Wikipedia 2020)  

 

Transformational leadership can be described as “a style of leadership where a leader works with teams to 

identify needed change, creating a vision to guide the change through inspiration, and executing the change in 

tandem with committed members of a group. Transformational leadership has become the focus of interest 

among the researchers because of its significant and positive impacts on organisational as well as employee 

performance. More generally, studies on the impact of transformational leadership have been extended to 

observe outcomes which translate into the performance of the individual and the organisation (Steyrer et al., 

2008; Munchiri et al., 2012).  

  

Transformational leadership theory has captured the interest of many researchers in the field of organisational 

leadership over the past three decades. Burns (2009) developed this theory and later Bass (2012) enhanced it. 

The major premise of the transformational leadership theory is the leader’s ability to motivate the followers to 

accomplish more than what they planned to accomplish. Transformational leadership has four components: 

idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration. Burns 

(2009) postulated that transformational leaders inspire followers to accomplish more by concentrating on the 

followers’ values and helping them align these values with the values of the organisation. Furthermore, Burns 

(2009) identified transformational leadership as a relationship in which the leader and the followers motivated 

each other to higher levels which resulted in value system congruence between the leader and the followers. 

Transformational leadership has been associated with the personal outcomes of the follower as well as 

organisational outcomes. Research has shown that transformational leadership impacts follower’s satisfaction 

and commitment to the organisation.  Due to its impact on personal and organisational outcomes, 

transformational leadership is needed in all organisations. Leadership style can predict the performance of the 

organisation. This is one of the most important aspects that influence the development of organisational and 

employee commitment. 

 

Leadership style is a concept that has become the cornerstone for attracting, encouraging and retaining efficient 

employees in the organisation.   Muhammed (2017) focused on the impact of strategic management on 

employees’ performance without considering the influence of transformational leadership style. Obiwuru , 

(2011) considered the effect of transformational style on employees’ task performance without giving attention 

to the collective effect of transformational and strategic leadership style on task performance.  Therefore, there is 

need to realize that much is not known about how both leadership styles can be applied effectively to enhance 

employees’ task performance, thus gaps and unanswered questions remain. Koech & Namusonge (2012) 

identified that literature available on the subject of transformational leadership styles and task performance is 

limited and inconclusive, so there is need for more studies that can contribute to the growing body of literature 

investigating transformational and strategic leadership influence on employees task performance. Therefore, it is 

pertinent to consider the impacts of both Transformational and Strategic leadership on Task Performance. 

 

Hypotheses 

1. There is no significant relationship between Transformational Leadership and Task Performance. 

2. There is no significant relationship between Strategic Leadership and Task Performance. 

3. There is no joint significant effect of Transformational Leadership and Strategic Leadership on the 

dependent variable Task Performance.  

 

Methodology 

 

The study adopted a longitudinal design where the administrative staff of Dangote Cement Plc, Ibese Ogun State 

was considered as the population. A validated questionnaire tagged Leadership Competency Self-Assessment 

questionnaire by Schulich Medicine and Dentistry Western (2016) and Assessing Reliability and Validity of Job 

Performance Scale by Rosman, Azlah and Anwar (2014) were modified and adapted to construct a suitable 

questionnaire for data collection.  For the purpose of this study, a total number of 100 administrative staff were 

selected randomly from the three functional unit of Dangote Cement Plc. Ibese (i.e. Cement, Agro-Sack and 

Transportation). The sample size decision was based on Taro-Yamane (1967) sample size determination. 

Product Movement Correlation Statistical Procedure and multiple regressions analysis were used to analyses the 

data collected. 
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Results 

 

Reliability 

 

Scale: ALL VARIABLES 

Table 1: Reliability Statistics 

Cronbach's Alpha Cronbach's Alpha Based 

on Standardized Items 

N of Items 

.832 .794 20 

Source: Field survey  

 

Table 1 shows a cronbach’s Alpha value α = .832 which implies that the instrument of measurements in the 

study is relatively reliable. 

 

Table 2: Factor Analysis 

Component Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of 

Variance 

Cumulative 

% 

Total % of 

Variance 

Cumulative 

% 

1 7.352 36.761 36.761 7.352 36.761 36.761 

2 3.920 19.598 56.359 3.920 19.598 56.359 

3 2.381 11.903 68.262 2.381 11.903 68.262 

4 1.695 8.476 76.738 1.695 8.476 76.738 

5 1.304 6.522 83.260 1.304 6.522 83.260 

6 .997 4.987 88.247    

Extraction Method: Principal Component Analysis. 

 

Source: Field survey 

Table 2 reveals a total variance value 83.26. This implied that the questionnaire used for the data collection in 

this study, is highly loaded with necessary item and able to measure adequately what it was set out to measure. 

 

Table 3: Descriptive Statistics 

 Mean Std. Deviation N 

TP 34.2500 3.48554 100 

TL 24.5400 1.76051 100 

SL 23.5700 1.63457 100 

Source: Field survey  

 

Table 3 shows a brief descriptive characteristics/features of the data used for the analysis in this study. It also 

shows Task Performance Scale (TP), Transformational Leadership Scale (TL), and Strategic Leadership Scale 

(SL) which have mean value of 34.3, 24.5, & 23.6 with associated standard deviation value of 3.5, 1.8, and 1.6 

respectively. 
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Table 4: Correlation Matrix 

 TP TL SL 

Pearson Correlation TP 1.000 .725 .771 

TL .725 1.000 .850 

SL .771 .850 1.000 

Sig. (1-tailed) TP . .000 .000 

TL .000 . .000 

SL .000 .000 . 

N TP 100 100 100 

TL 100 100 100 

SL 100 100 100 

Source: Field survey  

 

Table 4 reveals that all the independent variables are positively correlated with the dependent variable. TL and 

SL correlated at .725, and .771. These implies that TL, and SL are strong positive correlate of TP. 

 

Table 5: Model Summary
b
 

Model R R Square Adjusted R 

Square 

Std. 

Error of 

the 

Estimate 

Change Statistics 

R Square 

Change 

F Change 

1 .782
a
 .612 .604 2.19433 .612 76.394 

a. Predictors: (Constant), SL, TL 

b. Dependent Variable: TP 

Source: Field survey  

 

Table 5 reveals that the fair explanatory variables jointly accounted for 61 percent of the total variation in the 

outcome variable Task Performance. This is evident by the R-square value R
2
 = .612 

 

Table 6: ANOVA 

Model Sum of Squares Df Mean Square F Sig. 

1 Regression 735.686 2 367.843 76.394 .000
b
 

Residual 467.064 97 4.815   

Total 1202.750 99    

a. Dependent Variable: TP 

b. Predictors: (Constant), SL, TL 

Source: Field survey  

 

The Anova value which is the result of the joint significance of the independent variables, reveals a probability 

value which is less than 5 percent, i.e. [f(2/97) = 76.394, P < 0.05]. This implies that there is a significant 

relationship between the independent variables leadership style and dependent variable task performance. 

 

Table 7: Correlation Coefficients. 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. 95.0% Confidence 

Interval for B 

B Std. 

Error 

Beta Lower 

Bound 

Upper 

Bound 

1 (Constant) -5.963 3.264  -1.827 .071 -12.442 .515 

TL .498 .238 .252 2.095 .039 .026 .971 

SL 1.187 .256 .557 4.632 .000 .678 1.696 

a. Dependent Variable: TP 

Source: Field survey 

 

Table 7 reveals both relative effect and significance of each of the explanatory variable on the dependent 

variable. Strategic leadership (SL) is the most potent factor in prediction of Task Performance (TP) (a unit 

increase in SL results in 1.187 increase in TP); follows by Transformational Leadership (TL) (a unit increase in 

TL results in .498 increase in TP).   
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Furthermore, from the result in table 7, and the hypothesis of this research, it is reveal that: 

i. There is a positive significant relationship between TL and TP. This is evident by the statistical value β = 

.498, t = 2.095, P < .05 which implies that the null hypothesis of no  significant relationship between TL 

and TP is rejected at 5 percent confident interval level and the alternative hypothesis accepted at 95 percent 

confidence interval. 

ii.  There is a positive significant relationship between SL and TP. This is evident by the statistical value β = 

1.187, t = 4.632, P < .05 which implies that the null hypothesis of no  significant relationship between SL 

and TP is rejected at 5 percent confident interval level and the alternative hypothesis accepted at 95 percent 

confidence interval. 

 

Discussion and Findings  

 

The result in table 7 reveals significance of Transformational Leadership on Task performance with a β–value, β 

= .498, t = 2.095, P < .05 which is greater than 0.05. It implies that the null hypothesis of no significant 

relationship between Transformational leadership and Task Performance was rejected at 5 per cent confident 

interval level and the alternative hypothesis accepted.  This proves that there is a significant relationship between 

Transformational Leadership Style (TLS) and the Task Performance of the work force. This indicates that an 

alteration of the Transformational Leadership Style (TLS) will yield any improvement in the task performance 

of the employees. It also means that leaders working with teams to identify needed change, creating a vision to 

guide the change through inspiration, and executing the change do affect employees’ performance on the job.  

Munchiri (2012) corroborated this in his findings that the impact of transformational leadership have been 

extended to observe outcomes, which translate into the performance of the individual and the organisation.  

Leader with change management skills inspires employees better in the discharge of their duties and 

responsibility. 

 

The result in table 7 shows the relationship between Strategic Leadership and Task performance with a β–value, 

β = 1.187, t = 4.632 P < .05 which is greater than 0.05. This implies that the alternative hypothesis is accepted 

and there is a significant relationship between Strategic Leadership style and Task Performance. The results 

show that if there is an improvement in the Strategic Leadership Style (SLS) of the organisation there would be a 

corresponding influence in the Task Performance (TPS) of the same organisation. Leaders with clear vision, 

task, objective and policy to lead organisation towards task performance will achieve great result at all times. 

According to Bill Liabotics, (2009) Strategic leader achieves these objectives by aligning strategy and sharing 

his ideas with organisation employees and increase their task performance. Therefore, leaders with skill for 

foresight drive employees performance towards achieving organisational goal. 

 

From the probability value of the t-statistic f(2/97) = 76.394 and the P–value P < 0.05 which is less than 0.05, it 

implies that the null hypothesis is rejected at 5% significant level whereas the alternative is accepted.  This lead 

to the logical inference that the independent variables Transformational Leadership Style (TLS) and Strategic 

Leadership (SLS) do have joint significant effects on the dependent variable Task Performance. It therefore 

suffice to say that the combined effect of TLS and SLS will lead to significant improvement on the task 

performance of the employees. Koechet (2015) reported that leadership is the main determinant of success or 

failure of an organisation, group, and even a nation. The organisation is inclined to focus on leadership since it 

was considered a technique for improving performance and handling impulsive situations. This implies that the 

leadership style adopted by an organisation determines how far employees task performance will aid the 

achievement of organisational goal. 

 

Conclusion 

 

The study investigated the separate and combined effects of transformational and strategic leadership on 

employees’ task performance in Dangote Cement, Ibese, Ogun State and concluded that a Leader with change 

management skills inspires employees better in the discharge of their duties and responsibility. Leaders with 

skill for foresight drive employees performance towards achieving organisational goal. Organisation should 

focus on leadership since it was considered a technique for improving performance and handling impulsive 

situations. This implies that the leadership style adopted by an organisation determines how far employees’ task 

performance will aid the achievement of organisational goal. Also a decline in either transformational or 

strategic leadership styles of the organisation will have noticeable negative impact on the task performance of its 

employees. 
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