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Abstract
This study investigated the effect of transactideatlership style on employee satisfaction in setebanks in
Rivers state of Nigeria. The sample for this stadpsisted of 160 employee from the 20 selected dafie
data for this research was collected using thetouesmire and interview methods. The Spearman Radkr
correlation coefficient was used to test the refehips between the variables under review whigentiltiple
regression analysis was adopted to evaluate theematiag effects of corporate culture on the refethop
between transactional leadership and employeefazttien. Findings from the study revealed that ¢hex a
positive and significant relationship between h# tdimensions of transactional leadership style emgloyee
satisfaction except passive management by exempBased on the findings above it was concluded that
transactional leadership enhances employee josfaztion. More specifically, it was concluded thantingent
reward and active management by exemption enhagmogdoyee satisfaction while passive management by
exemption does not.
Key Words: Employee, transactional leadership, Job Satisfactiontingent reward, active management by
exemption and passive management by exemptionpcgculture

CONTEXT OF THE PROBLEM

The importance of employee satisfaction in the cmafe world cannot be over emphasized especiatlyisera
of uncertainty where there is intense competitiomd ainhealthy rivalry among organizations. For any
organization to achieve its objectives there must rbutual interaction between organizational leaders
(managers) and their followers (subordinates).

In terms of employees’ effectiveness and produgtithe leadership style that characterizes therast®n
between leaders (managers) and their followersofslitates) is very crucial.

Employees are the workforce of any organization areresponsible for the day to day activities nexguto
achieve the desired objective of any firm. As Eddd@n & Nussler (2000) put it, employee satisfacti®on
impacted by the employees’ perception of their mlol the organization for which they work for. Emydes’
perception of leadership behaviour is an imporfar@dictor of employee job satisfaction and commiiime
(Jaskyte, 2004).

The leadership style that characterised any orgtiniz is capable of influencing to a great extéw kevel of
employee performance in that organization. Theestyla leader can either motivate an employeedease his
or her level of performance or discourage employeleich in return can cause decrease in their |l@fel
performance or even lead to high turnover rate.ofdiog to Schyns & Sanders (2007), the sourcesnpi@yee
job dissatisfaction include salary inadequacy, kcairig job demands emanating from leadership sgyhel
absence of promotion prospects. For the purposéfiofency and effectiveness, result oriented éralip style,
one that contributes positively to employees’ $atison and brings about better employee performanc
effectiveness and productivity is clearly desirafdlerner & Muller, 2005).

Several scholars are of the opinion that leadersésgarch needs to pay more attention on the “fuedéal
“issues, such as influence processes that chamctierader-follower interaction (Bass, 1990; Hotlan &
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Offermann, 1990; Yukl, 1989). Research has also/gutathat effective leaders must possess the alidity
recognize when to use different tactics of influems well as the skill necessary to effectivelycaut these
influence attempts (Kipnis, Schmidt & Wilkinson, 8® Yukl & Falbe, 1990; Yukl, 1998; Bolino &Turnley
2003).

For Moorman and Fetter (1990) superior’s leadershjte and subordinates’ job satisfaction are indmted.
Wrong leadership style is capable of causing negatbnsequences, which might further triggers thesisivity
and susceptibility to misunderstanding which magdldo organizational dysfunction such as decrease w
performance, absenteeism and high turnover (Lama@64; Motowidlo, 2003). Therefore, prevention of
subordinates’ negative outcome is imperatiiga-visthe use of different leadership styles.

Since organization’s utmost desire is to maximikarsholders wealth as well as create value to mestg
employee’s input in the realization of this desisome very critical, hence the importance of thafisfaction.
Critical elements of the organization, such as eyg® job satisfaction, employee loyalty, organinai
performance, organizational citizenship behavicamgd employee commitment, have been associated with
leadership styles (Kirkpatrick and Locke, 1996)e3é results has however been validated by differemlars
across cultures and in different organizationalirsgs (Al-Dmour & Awamleh, 2002). (Javidan & Waldma
2003). Javidan and Waldman (2003) agrees thatimptiblic domain, charismatic leadership was onlgestly
related to motivational consequences. The impachafismatic/transformational leadership stylegatlowers’
effectiveness and motivation has also been reco(Beds & Avolio, 1990; 1994). Despite these growing
research on the topic of our study, employee dtittowards their work especially in the Nigerianrkvo
environment still shows a great degree of laclobfgatisfaction.

Literature on transactional leadership style angleyee satisfaction in the Nigerian banks still a&ms scanty.

It is on this premise that the researchers’ wigbdgvestigate the relationship between transaatiteadership
style and employee job satisfaction in the Nigeramk environment with reference to selected Nigeibanks
in Rivers State.

Conceptual Model of Research

Figure 1.1: A Framework for Analyzing the Relatibips between transactional leadership style and eyegl
satisfaction.

Dependent Moderating Independent
Variable Variable Variable

Contingent reward

Active management
by exemption

Employee
Satisfaction

Passive management
by exemption

Source: Conceptualized by the researchers

This conceptual framework tries to present a hygitithl relationship between the dimensions of @atisnal
leadership (contingent reward, active managemengxgmption and passive management by exemption) and
employee satisfaction. Transactional leadershife stythe independent variable while employee fati®n is

the dependent variable. It is assumed that corpocatture might moderate the relationship betwdsn t
independent and the dependent variables.

Objective of the Study

The purpose of this study is to ascertain the icglahip between transactional leadership style and
employee satisfaction. More specifically this stgsegk to:
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i. Ascertain the relationship between contingent relveard employee satisfaction.

ii. Examine the relationship between active managebeakemption and employee satisfaction.

iii. Ascertain the relationship between passive managebyeexemption and employee satisfaction.

iv. Find out if corporate culture will moderate theat&nship between transactional leadership styte an
employee satisfaction.

Research Questions
The research questions for this study are as fellow

i. What is the relationship between contingent reveard employee satisfaction?

ii. What is the relationship between active manageimgeiemption and employee satisfaction?

iii. What is the relationship between passive managebyestemption and employee satisfaction?

iv. Will corporate culture moderate the relationshipagen transactional management style and employee
satisfaction?

Research Hypotheses
For the purpose of this study, the following hypsths were formulated.

Ho, There is no significant relationship between caygint reward and employee satisfaction.

Ho, There is no significant relationship between activeanagement by exemption and employee
satisfaction.

Hos There is no significant relationship between passimanagement by exception and employee
satisfaction.

Ho, Corporate culture will not moderate the relatiopstietween transactional leadership style and
employee satisfaction.

LITERATURE REVIEW

This subheading is for review of relevant literatu
Transactional Leadership Style Defined
Transactional leadership: This leadership stylemtise known as managerial leadership pays attemtiche
social interactions or transactions between leaderd followers. It focuses on the role of supeonsi
organization, and group performance; transactitezdership describes a style of leadership in witieheader
champions compliance of the followers through b@tivard and punishments. As oppose to Transfornetion
leadership, transactional leaders are however ptinistic about change in the future; they ratheefk the
status quo (let things remain the way they aredn3actional leaders are fault finders, as theyysiiad a way
of tracing faults to the employee. Transactioealdership is better adopted in crisis and emergsitegtions,
as well as when work need to be carried out inexifip fashion. Transactional leaders conductrthasiness
by identifying the needs of their followers and th@sng rewards satisfying these needs for certppra@priate
performances (Arnold, 1998).
The leader's freedom to act is constrained bydhewers™ perception of him or her.
Followers will only show the demanded behaviouremkhey experience ascertain authority and ahititthe
leader as well as contingencies in rewards (B&&5)1
Leaders motivate their subordinates through obsgrttieir performances and reacting to errors aihat és.
A transactional leader takes cognizance of the sieédollowers and facilitates negotiation with heso as to
meet their needs. A transactional leader will ddt #hkes for his followers to meet targets.
Employee Satisfaction
Employee Satisfaction is simply the way and marpesple feel about their jobs and the different aspef
their jobs (Spector, 1997). Spector opined that leyge job satisfaction is an important concern verg
organization since it focuses on both humanitagaad utilitarian perspectives. According to the hoitaian
perspective, people deserve to be treated fairty aith respect. The utilitarian perspective proposeat
employee or job satisfaction can lead to employebabiours that affect organizational functioningdan
performance.
Herzberg (1959) in his contribution to work behawigtated that those factors he tagged hygienehwhaude
supervision, salary, company policy and adminigiratrelationship with peers, working conditiongrgonal
life and security as well as motivation factors ethinclude recognition, responsibility, achievemantl the
work itself all have a direct impact on job satttian.
Dimensions of Transactional Leadership Style
The following dimensions of transactional leadgrditive been identified as contingent reward, managéby
exception—active, and management by exception—p&sand laissez-faire in line with Bass (1995) kratip
style different theoretical components:
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Contingent Rewards: Contingent reward: this is the degree to which a leader arranges consteucti
transactions with followers: The leader is veryaclabout his expectations and he establishes thards for
meeting these expectations. The leaders clarifyt ighaxpected from followers and what they will eae if
they meet expected levels of performance.

Active Management by Exception:generally, management by exception is the degreehich a leader takes
corrective action on the basis of results of leafbdlower transactions. As noted by Howell and Aed[1993),
the difference betweemanagement by exception—actaed management by exception—pasdies in the
timing of the leader’s intervention. Active leadem®nitor follower behaviour, anticipate problemsdaake
corrective actions before the behaviour creatasisedifficulties. Passive leaders wait until thehbviour has
created problems before taking action. The leafiergs on monitoring task execution for any probletmest
might arise and correcting those problems to mairarrent performance levels.

Passive Management by Exception:Transactional leaders intervene only when perfogeais not
commensurate with expectations. Punishment is ase@d response to unacceptable performance. Passive
management-by-exceptions— leaders tend to reagtaitdr problems have become serious to take direec
action, and often avoid making any decisions afBaks, 1995)

METHODOLOGY

Research Design

This study is a descriptive research and thus,iresjuhe quasi-experimental design research de3igis. is
particularly so as it is the most appropriate fgearch in the administrative sciences (Barida®1R@here the
researcher has no control over variables in theesefimanipulating them

This was chosen after a critical look at the natfrthe problems. More specifically, the cross iseal survey
was adopted since it takes a snapshot at a situatid analyses it. It will be relevant to note ttie cross
sectional survey or the survey design is a proeessreby standardized information is collected fram
representative sample of a particular group or fadjmn. The survey instrument was designed in sualay that
meaningful results were achieved. The cross sedtisarvey has become popular in social/adminisati
science research for many reasons including: i§ hudget and time effective, ii) it is perceivexlie more
anonymous and, iii) it allows respondents timehiok about the questions.

Operational Measures of the Variables
In order to ensure that a meaningful analysis wagied out for the purpose of providing clarity in
understanding, an operational definition of theialdes in this study is given. This will help todinate the
meaning of the variables, as it is functionally l&gbin the study and how numerical values werégagsl to
them.
Measurement is the assignment of numbers to ewantsbjects according to rules that permit important
properties of the objects or events to be repredeby properties of the number systefime key to this
definition is that properties of the events arereepnted by properties of the number systems. Uiles by
which the numbers are assigned to the events deehow useful the measurement is.
According to Adams and Johnson (1985:6), it is Vergortant in statistics to know how a set of olbagon is
measured because this will influence the methawhafysis. On his part, Baridam (2001) observedrbatingle
operationalisation of research production will Sigtieveryone. Inevitably, matters of judgment amefgrence
often intrude so as to compound the problem of omeasent. The only assessment to a contributiorcitnse
must come from within the respective specialty doty members of the particular specialty are sigfidy
competent to judge the significance of a scientdimtribution to their field (Blume and Sinclair993 in
Baridam, 2001).
Like many other constructs in the field of managetnéowever, transactional leadership and employee
satisfaction have been conceptualized and meagsusa/eral ways.
However, for our present purpose only measuringungents with confirmed validity and reliability weused
to measure the different variables included indtuely.
Independent Variable:
The independent variable for this studyTisansactional leadership style.The dimensions of transactional
leadership include: Contingent reward, Active mamagnt by exception and. Passive management by
exception. These components of transactional Ishgerwere measured by Multifactor Leadership
Questionnaire (MLQ) developed by Bass (1985). &gendix
Dependent Variable:
The dependent variable for this studgmployee satisfactionEmployee satisfaction was measured by the
Minnesota satisfaction questionnaire developed leys¥/

The moderating variable in this studycisrporate culture. The moderating role of corporate culture in
the relationship between the independent varialbilangactional leadership) and the dependent variabl
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(employee satisfaction) was assessed by meanseotdtporate culture questionnaire offered by Demiso
(1990). The dimensions of this variable as suggdedig Denison, (1990) include: involvement index,
consistency index, adaptability index, and missinmex.

DATA PRESENTATION AND ANALYSIS

This subheading presented the analysis of dataatetl from the top and middle level manager in bamider
study in Rivers State.

Table 1. Showing the age distribution of the respatent.

Age Frequency Percentage (%)
30-45 38

46-60 42 40

61-above 26 24

Total 106 100

Source: Research Data, 2014

Table 1 shows that 38(36%) of the respondents aingden the age group of 30-45 while 42(40%) are/doen
the age group of 46-60 and 26(24%) are of the agepgof 61 and above.

Table 2: showing the gender of the respondent

Gender Frequency Percentage (%)
Male 71

Female 35 33

Total 106 100

Source: Research Data, 2014

Table 2 shows that 71(67%) of the respondents ae,nand35 (33%) are female these let us to knaw th
majority of the managers are male.

Table 3: Showing the educational qualification of responderst

Educational Qualification Frequency Percentage (%)
B.Sc/ HND 57 54

MBA/MSC 43 41
PHD/ABOVE 6 5

Total 106 100

Source: Research Data, 2014

Table 3 note that the respondents have 57(54%) IBSD/qualification, MBA/ MSC qualification 43(41%),
and 6(5%) Ph.D and above.

Table 4: Showing the job status of respondents

Job Status Frequency Percentage (%)
Junior 61 57

Senior 45 43

Total 106 100

Source: Research Data, 2014

Table 4 shows us that 45(43%) of the respondemtssanior managers and 61(57%) of the respondeets ar
junior managers.

Table 5: Showing the number of years the respondents have vked for the firm.

Years Frequency Percentage (%)
0-10 61 58

11-20 32 30

21 years and above 13 12

Total 106 100

Source: Research Data, 2014

Table 5 shows that 61(58%) of the respondents havked for the firm for 0-10 years, while 32(30%\ve
worked for 11-20 years and 13(12%) have worked®foyears and above.

TESTING OF RESEARCH HYPOTHESES

The research hypotheses were tested using the rBgedRank Order Correlation and was analyzed usiag t
SPSS statistical package version 17.0 as showmvbelo
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HO;:  There is no significant relationship between augent reward and employee satisfaction .
Table 6: Showing Hypothesis One Test Result
Correlations

Contingent Employee
reward satisfaction
Spearman's rho Contingent reward Correlation Coefficient |1.000 976
Sig. (2-tailed) .000
N 72 72
Employee Correlation Coefficient |.976 1.000
satisfaction Sig. (2-tailed) 000
N 72 72

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

The SPSS table 6 revealed that: Spearman’s rh@T6® and Probability is 0.000 this showed thaliefe is a

significant relationship between contingent rewardl employee satisfaction. P < 0.05 level of sigarfce.

Decision Rule: when p < 0.05 accept the alterngpothesis and reject the null hypothesis.

HO,:  There is no significant relationship betweenva&ctanagement by exemption and employee
satisfaction.

Table 7: Showing Hypothesis Two Test Result

Correlations

Active managemetEmployee
by exemption satisfaction
Spearman's rho  Active management Correlation Coefficient |1.000 953"
by exemption Sig. (2-tailed) 000
N 72 72
Employee satisfacticCorrelation Coefficient |.985" 1.000
Sig. (2-tailed) .000
N 72 72

**_Correlation is significant at the 0.01 levek@iled).

The SPSS table 7 revealed that: Spearman’s rh®@85® and Probability is 0.000 this showed thalteTe is a

significant relationship between active managenignéxemption and employee satisfaction. P < 0.08l lef

significance. Decision Rule: when p < 0.05 acchptdlternate hypothesis and reject the null hysishe

HOz:  There is no significant relationship betweenspas management by exemption and employee
satisfaction.

Table 8: Showing Hypothesis Three Test Result

Correlations

Passive
management by |Employee
exemption satisfaction
Spearman's rho Passive management by Correlation Coefficient |1.000 212
exemption Sig. (2-tailed) 000
N 72 72
Employee satisfaction Correlation Coefficient |.212 1.000
Sig. (2-tailed) .000
N 72 72

**_Correlation is significant at the 0.01 leveH@iled).
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The SPSS table 8 revealed that: Spearman’s rh@1i2@nd Probability is 0.000 this showed that:r&tie no
significant relationship between passive managergmxemption and employee satisfaction. P < 0e@8llof
significance. Decision Rule: when p < 0.05 acchptrtull hypothesis.

HO4,  Corporate culture will not moderate the relasioip between transactional leadership style and
employee satisfaction.

Table 9: Showing Hypothesis Four Test Result

Correlations

Transactional |[Employee

Control Variables leadership satisfaction
Corporate culture Transactional leadership Correlation 1.000 921

Significance (2-tailed) |. .000

Df 0 69

Employee satisfaction Correlation 921 1.000
Significance (2-tailed) |.000
Df 72 0

The SPSS table 9 revealed that: The Spearman’patt@l correlation is 0.921 and Probability is @Othis
showed that: There is a positive significant relaship between corporate culture, transactionaldeship and
employee satisfaction. P < 0.05 level of signifimanDecision Rule: when p < 0.05 accept the alterna
hypothesis and reject the null hypothesis.

DISCUSSION OF FINDINGS, CONCLUSION AND RECOMMENDATI ONS
Discussion of Findings
The Spearman’s rank order correlation coefficierdlgzed using statistical package for social s@sngersion
17.0 (SPSS) revealed that: for hypothesis one;€Ttsea significant relationship between contingemtard and
employee satisfaction. This is in conformity wittetfindings of (Bass. 1990). They found a positeationship
between the dimensions of transactional leadesiipemployee satisfaction.
Hypothesis Two revealed that: There is a significatationship between active management by exematnd
employee satisfaction. This is in conformity wittetfindings of Ryan (1995). He found a positivaatienship
between active management by exemption and empkatesaction.
Hypothesis Three revealed that: There no significalationship between passive management by exempt
and employee satisfaction. This is in conformityhathe findings of Organ and Ryan (1995). They fhuno
relationship between passive management by exematid employee satisfaction.
Hypothesis Four revealed that: There is a positgnificant relationship between corporate culture,
transactional leadership and employee satisfaclitis is in conformity with the findings of (Batemat al,
1991) they agreed that corporate culture modethtselationship between transactional leaderstyile sind
employee satisfaction.
Conclusion
Based on the study discussion of findings, thefailhg conclusion was made:
Transactional leadership style enhances employtesfaggion. More specifically,
i. Contingent reward significantly enhances employaesfactions within the Nigeria work environment
and the banking system to be specific.
ii. Active management by exception significantly enlegnemployee satisfactions within the Nigeria work
environment and the banking system to be specific.
iii. Passive management by exception does not enhar@eye® satisfactions within the Nigeria work
environment and the banking system to be specific.
iv. Corporate culture plays a major moderating rol¢him relationships between the independent variable
(Transactional leadership style) and the dependatdable (employee satisfaction).

Recommendations

Based on the discussions and conclusions abovéltbeing recommendations are made:

Firstly, mangers should take steps to ensure kst offer contingent rewards, inducements and fes/tw the
employees in exchange for their contributions atkvas this is capable of enhancing their job satisbn.
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Secondly, enterprise managers should ensure tnafitid the appropriate combinations of the ledderstyles
that would achieve the organizational goals togettith the individual targets or objectives of tamployees as
this is capable of enhancing their job satisfaction

Finally, too much use of punishment as a respans@desirable performance should be reduced irr dodgain
the confidence of employees.

Suggestions for Further Research

The impact of transactional leadership on a broadege of work-group or organizational-level ciiber
variables should also be examined.
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APPENDIX

TRANSACTIONAL LEADERSHIP BUB-SCALE:
Contingent Reward
i.  Provides me with assistance in exchange for mytstfo
ii. Discusses in specific terms that is responsibl@aétieving performance target.
iii.  Makes clear what one can expect to receive whefonpesince goals are achieved.
iv. Expresses satisfaction when | meet expectations.
v. Makes innovative suggestions to improve department

Active Management By Exception
i.  Focuses attention on irregularities, mistakes, tkaes and deviations from standards.
i. Concentrates his/her full attention on dealing witistakes, complains and failures.
iii. Keep track of all mistakes.
iv.  Direct my attentions to failures to meet standards.

Passive Management By Exceptions
i.  Fails to interfare until problems becomes serious.
ii.  Waits for things to go wrong before taking action.
iii.  Shows that he/she is a firm believer in ‘if it dibtoke down don't fix it’.
iv. Demonstrates that problems must become chroniadéfake action.

EMPLOYEE SATISFACTION SUB-SCALE:
1. Being able to keep busy all tineeti

. The chance to work alone on tie j
. The chance to do different thifrgsn time to time
. The chance to be somebody irctmemunity
. The way my boss handles his/hentkers
. The competence of my supervisanaking decision
. Being able to do things that dgu against my conscience
. The way my job provides for stgathployment
. The chance to do things for otteople
10. The chance to tell people whatd

11. The chance to do somethingttegites use of my abilities

12. The way company policies areipto practice
13. My pay and the amount of worlol d
14. The chances for advancement igrjdb
15. The freedom to use my own judgmen
16. The chance to try my own methaiddoing the job
17. The working conditions
18. The way my co-workers get alanth each other
19. The praise | get for doing adjgub
20. The feeling of accomplishmengét ffom the job

O©CoO~NOOTAWN

CORPORATE CULTURE SUB-SCALE:
Involvement index
i. Most people in this company have input into decisithat affect them
ii. Cooperation and collaboration across functionagsds actively encouraged in this organisation
Consistency index
i. There is a high level of agreement about the wayle do things in this company
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ii. Our approach to doing business in this organisasiaery consistent and predictable
Adaptability index

i. Customers’ comments and recommendations oftenttealdanges in this company

ii. This organisation is very responsive and changsifyea

Mission index

i. This company has a long term purpose and direction

ii. There is a shared vision of what this organisatvdhbe like in the future

All the four dimensions of corporate culture listebove were measured on a 5- point Likert typeescHhe

response mode ranges from 1-5 where: 1 = strongbgtee; 2= agree; 3=neutral; 4=agree; and 5= glfron
agree.
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