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The Effects of Leadership Style on Employee Performance: Evidence from Brewery Firms of South-East, Nigeria
Abstract
The emergence of various leadership styles has implications on the overall productivity of an organization. In view of the foregoing, this study explores the effect of leadership style on employee performance of brewery firms in South-East Nigeria, focusing on the effects of transformational and transactional leadership on employee productivity and job satisfaction respectively. Transformational Leadership Theory, developed by James MacGregor Burns (1978) and later expanded by Bernard Bass (1985) formed the basis of this work. The theory posits that effective leaders inspire followers to transcend their self-interest for the good of the organization, fostering motivation, trust, and commitment. Using a descriptive survey design, sample size of 303 was determined from a population of 1250 using Taro Yamane formula (1967). The study employed simple regression analysis to test the formulated hypotheses. Findings reveal that transformational leadership has a significant and positive influence on employee productivity (β = 0.73; R² = 0.55, p < 0.001), while transactional leadership has a moderate but significant effect on job satisfaction (β = 0.58; R² = 0.28, p < 0.001). The results confirm that transformational leadership produces higher levels of intrinsic motivation, creativity, innovation and goal attainment compared to transactional leadership, which is basically compliance-oriented. The study concludes that transformational leadership should be prioritized in the Nigerian brewery sector to enhance implicit confidence, sustainable performance and employee engagement.
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1.0 Introduction
The failure of any economy anchors on the type of leadership it adopts.  Leadership style is the main determinant of employee attitude, motivation, commitment and measurable performance outcomes across industries, and its salience is especially pronounced in capital-intensive, labour-dependent sectors such as brewing firms (Wibowo, 2025). This implies that leadership is widely recognized as a key determinant of organizational success and employee performance. In dynamic industries such as brewing firms, effective leadership influences not only productivity and job satisfaction but also creativity, innovation, employee commitment, and organizational growth. The brewery sector in South-East Nigeria characterized by intense competition, evolving consumer preferences, and high-performance demands requires leaders who can inspire, motivate, and align employee goals toward achieving corporate objectives. The effectiveness of leadership style is thus central to sustaining performance and competitive advantage. This is because there is plethora of competitors in the market at present.
Leadership styles ranging from autocratic, democratic, servant, and transformational to laissez-faire have diverse implications for employee performance. Studies in the Nigerian context have shown that leadership styles significantly shape employee motivation, morale, job satisfaction, attitude, and productivity levels. For instance, democratic and transformational leadership styles have been associated with higher employee engagement and performance outcomes in manufacturing and brewery firms (Essien & Ekoriko, 2020).Transformational leadership, by fostering vision, individualized consideration, and intellectual stimulation, is repeatedly associated with higher discretionary effort and enhanced performance metrics in organizational studies across Nigeria. Similarly, empirical evidence from brewery industries across Nigeria indicates that leadership style is positively correlated with job satisfaction and employee commitment (Abidakun, 2020), while autocratic tendencies tend to diminish creativity, innovation and participation in decision-making (Ogunola, Kalejaiye & Abrifor, 2013). Autocratic practices also tend to suppress intrinsic motivation and can lower productivity unless tightly coupled with clear and enforceable incentives (Nasamu, 2025). 
The brewing industry in South-East Nigeria faces unique challenges including workforce diversity, high turnover rate, environmental dynamism and technological adaptation pressures. These issues necessitate leadership approaches that enhance employee morale, productivity, job satisfaction, communication, and adaptability. Recent research highlighted a strong relationship between leadership, technological change, and employee performance at Nigerian Breweries Plc., Enugu, emphasizing that leadership communication and adaptability play crucial roles in boosting employee performance (Obialor, Ette, Harrison & Okon, 2024).
Therefore, understanding the effect of leadership style on employee performance in brewery firms in South-East Nigeria is essential to improving productivity, job satisfaction, employee commitment and achieving sustainable organizational growth and development. By virtue of identifying which leadership styles best foster engagement, satisfaction, creativity, and innovation, management can design leadership development programs that drive maximum employee performance and maintain a competitive edge within the brewing industry. In the light of the above, this study therefore examines the effect of leadership style on employee performance in brewery firms located in South-east Nigeria with particular interest on how transformational and transactional leadership influence employee productivity and employee job satisfaction.
2.0 Review of Related Literature
2.1 Leadership Style
Leadership remains a critical determinant of organizational effectiveness, shaping the attitudes, motivation, and performance of employees. According to Adelekan and Erigbe (2021), leadership style plays a pivotal role in defining the work culture and productivity of employees across Nigerian organizations. Transformational and servant leadership styles were found to have a combined positive and significant impact on employee performance, emphasizing the need for leaders to inspire, mentor, encourage, and engage their subordinates. Similarly, Iyaji and Bakare (2023) demonstrated that transformational leadership significantly enhances employee performance sustainability, while autocratic leadership negatively influences workers’ morale and creativity. To buttress this assertion, Abidakun (2020) asserted that leadership styles strongly predict employee satisfaction, commitment, and turnover intention in the brewery sector, highlighting the importance of adopting participatory and human-centered approaches. Ajayi (2020) also observed a significant positive correlation between democratic leadership and employee efficiency in the oil and gas industry. These findings align with global leadership theories that associate effective leadership with improved performance, motivation, and retention. Collectively, contemporary research underscores that leadership in Nigeria’s corporate and manufacturing sectors, including breweries, must evolve toward transformational and participative frameworks to sustain productivity and employee satisfaction. For the purpose this study, we are going to deliberate on two types of leadership viz: Transformational and transactional leadership.
2.1.1. Transformational Leadership
Transformational leadership has emerged as a vital determinant of employee motivation, innovation, and performance in organizational contexts. It emphasizes vision, intellectual stimulation, and individualized consideration, enabling employees to align personal goals with organizational objectives. According to (Nwokolo & Onwuegbuna, 2025), transformational leadership significantly enhances productivity and creativity among employees in Nigerian manufacturing firms. Similarly, (Eneh et al., 2024) found that transformational leaders improve employee engagement and innovation, particularly in brewery organizations where motivation drives operational efficiency. Ibrahim and Abiola (2024) revealed that leaders who provide intellectual stimulation and emotional support strengthen organizational trust and employee satisfaction. By and large, transformational leadership remains a strategic tool for achieving sustainable performance by inspiring and empowering employees toward excellence in dynamic sectors like brewing.
2.1.2. Transactional Leadership
Transactional leadership emphasizes supervision, organization, and performance-based reward systems, making it particularly effective in structured industries like brewing and manufacturing. According to Nnamani and Obinna (2025), transactional leadership improves employee efficiency and compliance in Nigerian organizations by clearly defining tasks and linking rewards to performance outcomes. Similarly, Eze and Okonkwo (2024) observed that transactional leaders enhance short-term productivity and accountability by setting clear performance standards and reinforcing them with contingent rewards. However, while this leadership style boosts efficiency, it may limit creativity and intrinsic motivation if overemphasized.
In a related study, researcher found that transactional leadership fosters operational stability in Nigerian manufacturing firms, especially where precision and standardization are essential. Conversely, overreliance on punishment and rigid supervision may lower morale, as noted by Uche and Olorunfemi (2023), who argue that transactional approaches should be balanced with transformational elements for long-term engagement. Collectively, literature suggests that transactional leadership is most effective in goal-oriented contexts but must be complemented by participatory and motivational practices to sustain employee satisfaction and innovation in Nigerian brewery and manufacturing firms.
2.2. Employee Performance
Employee performance is a fundamental indicator of organizational success and competitiveness, particularly in dynamic industries such as manufacturing and brewing. According to (Olumide & Chukwu, 2025), employee performance is influenced by motivation, leadership style, job satisfaction, and organizational culture. The study found that employees perform optimally when there is effective supervision, fair reward systems, and a supportive work environment. Similarly, (Eneanya & Ogochukwu, 2025) emphasized that leadership behavior and compensation strategies directly enhance employees’ commitment and performance in Nigerian manufacturing organizations. Furthermore, (Okeke et al., 2025) discovered that both transformational and transactional leadership styles positively affect employee performance by improving motivation and accountability in brewery firms. The study highlights that consistent recognition and feedback are crucial drivers of employee productivity. Additionally, (Onwuka et al., 2023) reported that organizational justice and fair evaluation systems significantly influence performance outcomes and employee morale. Employee performance is a multidimensional construct shaped by leadership practices, motivation, and organizational support mechanisms, all of which must be strategically aligned to enhance productivity in Nigerian brewery firms.
2.2.1. Employee Productivity 
Employee productivity is a critical determinant of organizational performance and sustainability. In Nigeria, recent studies emphasize the interplay between motivation, engagement, and training in enhancing productivity. According to Egbon-Charles et al. (2024), research and development expenditure, institutional quality, and employee compensation significantly influence productivity outcomes in Nigerian public institutions, highlighting the importance of continuous capacity building. Similarly, Ohuabunwa et al. (2023) identified leadership style, staff training, and welfare as key predictors of productivity among government employees, suggesting that effective leadership motivates higher work output. Additionally, Rabiu et al. (2024) found that communication as a proxy for job satisfaction positively correlates with productivity in the Nigerian civil service, reinforcing the need for transparent management practices. Collectively, these studies underscore that improving employee skills, welfare, and engagement through effective leadership and organizational support mechanisms enhances productivity and organizational competitiveness.
2.2.2. Employee Job Satisfaction
Employee job satisfaction is a central determinant of organizational performance, influencing motivation, retention, and productivity. According to (Eneanya & Ogochukwu, 2025), fair leadership practices, equitable reward systems, and transparent communication significantly enhance job satisfaction in Nigerian manufacturing firms. Similarly, (Onwuka et al., 2023) found that supportive leadership styles and good interpersonal relationships increase satisfaction and reduce turnover in beverage companies. Moreover, (Chukwu & Nwachukwu, 2024) noted that excessive supervision and punitive control reduce satisfaction, leading to poor morale. Collectively, these findings highlight that leadership style, communication, and recognition are key predictors of employee job satisfaction, and organizations that prioritize supportive and fair management structures experience higher productivity and lower attrition rates.
2.3. Transformational Leadership Style and Employee Productivity
Transformational leadership has been widely recognized as a leadership style that inspires employees to exceed expectations by fostering motivation, innovation, and organizational commitment. In the context of brewery firms in South-East Nigeria, transformational leadership is particularly relevant due to the need for adaptability, creativity, and strong team cohesion in a competitive and production-driven industry.
Empirical evidence from recent studies underscores the positive effect of transformational leadership on employee productivity. According to Okeke, Chidiebere,  & Nwafor (2025), transformational leaders in Nigerian manufacturing firms significantly enhance employees’ performance through motivation, recognition, and empowerment. This leadership approach enables workers to align personal goals with organizational vision, leading to increased output and efficiency. Similarly, ( Eneh, Ugwueze., & Onyema., 2024) observed that transformational leadership directly improves performance metrics in brewery firms by fostering employee engagement and innovation in production processes. Nwokolo and Onwuegbuna (2025) investigated leadership behavior and productivity in South-Eastern Nigerian manufacturing firms and revealed that transformational leadership dimensions, particularly idealized influence and intellectual stimulation, were key predictors of employee innovation and efficiency.
In addition, transformational leadership promotes trust and communication between management and staff, which is essential for optimizing brewery operations. Research by (Ibrahim & Abiola, 2024) found that leaders who emphasize vision sharing, individualized consideration, and intellectual stimulation enhance productivity through improved morale and team synergy. This aligns with findings from (Ali & Mustapha, 2023), who concluded that transformational leadership significantly improves employee creativity and productivity across manufacturing sectors, including beverage production. Abidakun (2020) found that transformational leadership significantly predicted non-financial performance indicators, including employee productivity, in the Nigerian brewery industry. The study concluded that leaders who inspire and intellectually stimulate subordinates tend to enhance their creativity and performance output. Some researchewrdiscovered that transformational leadership mediates the relationship between employee trust and job performance in manufacturing firms, stressing the necessity for leaders to engage employees emotionally and intellectually.
Overall, evidence from current literature affirms that transformational leadership has a strong positive effect on employee productivity, primarily through mechanisms such as empowerment, innovation encouragement, and the cultivation of a shared organizational vision.
2.4. Transactional Leadership Style and Employee Job Satisfaction
Transactional leadership, rooted in the exchange-based relationship between leaders and subordinates, emphasizes reward and punishment mechanisms to ensure compliance and achieve organizational objectives. In the brewery industry of South-East Nigeria—where production targets, timelines, and quality control are critical—transactional leadership is often employed to maintain operational efficiency and accountability. However, its influence on employee job satisfaction has received nuanced empirical attention, revealing both positive and negative implications depending on its application and organizational culture.
According to (Eneanya & Ogochukwu, 2025), transactional leadership in Nigerian manufacturing firms contributes positively to employee satisfaction when contingent rewards are fairly administered, leading to increased motivation and retention. Similarly, (Okeke et al., 2025) found that transactional leaders in the Nigerian brewery sector achieve higher levels of job satisfaction among employees when they effectively communicate expectations and provide immediate rewards for achieving performance goals.
However, transactional leadership’s focus on supervision and control can also reduce satisfaction when overemphasized. A study by (Chukwu & Nwachukwu, 2024) reported that excessive reliance on corrective and punitive measures in brewery firms often leads to workplace stress and diminished morale. The researchers argue that transactional leadership may foster compliance but not necessarily engagement, highlighting a need for balance with transformational behaviors.
Further evidence from (Adewale & Sunday, 2024) supports this duality: transactional leadership was found to enhance job satisfaction primarily in task-driven environments where performance feedback and rewards are clear and consistent. In contrast, in creative or innovation-focused departments, it led to dissatisfaction due to limited autonomy. Meanwhile, (Onwuka, Akpan,& Eze, 2023) observed that combining transactional leadership with supportive interpersonal relations improved employee satisfaction and reduced turnover in Nigerian beverage firms. Transactional leadership positively affects job satisfaction in brewery firms when leaders maintain fairness, transparency, accountability, integrity, truthfulness, and timely recognition of employee efforts. Nevertheless, overemphasis on control and punishment diminishes satisfaction, underscoring the need for a balanced, context-sensitive application of transactional principles.
2.5. Impact of Leadership Style on Employee Performance in Brewery Firms in South-East, Nigeria.
In brewery firms in South-East Nigeria, leadership style markedly influences employee performance. For instance, in a study of the Nigerian brewery industry, leadership styles (transformational, transactional and laissez-faire) were found to be significantly positively correlated with job satisfaction and commitment, which in turn affect performance outcomes (Abidakun, 2020).Also, in related food and beverage manufacturing firms in Nigeria, transactional leadership through contingent reward and performance orientation was shown to positively and significantly impact output and profitability (Ugwu, 2024). These findings suggest that when brewery leaders articulate clear expectations, reward achievement and adopt participative behaviours, employees tend to perform better. At the same time, research in Nigerian organizations more broadly shows that effective leadership clarifies the paths to performance and motivates workers toward attainment of organizational objectives (Orji, Malachy, Boman & Emmanuel, 2017). Thus, leadership in brewery firms that emphasizes clear structures, reward systems and supportive guidance can elevate employee performance, reduce turnover intentions and enhance organizational effectiveness. This underscores the critical role of leadership style in shaping employees’ attitudes, behaviours and ultimately their performance in the highly competitive brewery sector in South-East Nigeria.
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2. 6. Theoretical Framework
Transformational Leadership Theory, developed by James MacGregor Burns (1978) and later expanded by Bernard Bass (1985), best explains the effect of leadership on employee performance. The theory posits that effective leaders inspire followers to transcend their self-interest for the good of the organization, fostering motivation, trust, and commitment. Transformational leaders achieve this by articulating a clear vision, serving as role models, intellectually stimulating followers, and providing individualized consideration.
The basic tenets of the theory include idealized influence (leaders act as role models), inspirational motivation (leaders articulate an appealing vision), intellectual stimulation (leaders encourage creativity and problem-solving), and individualized consideration (leaders attend to individual employee needs). Together, these dimensions explain how leadership behaviors can elevate employee motivation, satisfaction, and performance beyond expectations, making the Transformational Leadership Theory is a cornerstone framework for linking leadership style with employee outcomes.
This theory is highly relevant to understanding how leadership affects employee performance because it emphasizes the psychological and motivational processes that enhance productivity and employee satisfaction. By inspiring and empowering employees, transformational leaders create a supportive work climate that encourages innovation, engagement, and higher performance outcomes.
3.0 Methodology
3.1 Research Design
This study adopted a descriptive survey research design. The choice of this design was informed by its suitability in examining relationships among variables and describing existing phenomena within a specific population (Creswell & Creswell, 2018). The design enables quantitative assessment of how transformational and transactional leadership styles influence employee productivity and job satisfaction in brewery firms in South-East Nigeria.
3.2 Population of the Study
The population consists of employees of selected brewery firms operating in South-East Nigeria, including Nigerian Breweries Plc (9th Mile, Enugu Plant), SABMiller Breweries (Onitsha), and Hero Breweries (Owerri). These firms were chosen due to their dominance in the regional beverage market and established hierarchical leadership structures. The total estimated population is 1,250 employees, drawn from management, supervisory, and operational levels.
3.3 Sample Size and Sampling Technique
A sample size of 303 respondents was arrived at using Taro Yamane’s (1967) formula at a 95% confidence level. A stratified random sampling technique was used to ensure fair representation of employees across departments (production, administration, marketing, and finance). Within each stratum, respondents were selected randomly to minimize bias and improve generalizability.
3.4 Sources of Data
Primary data was generated through a structured questionnaire. The instrument was divided into three sections: demographic information, leadership style assessment, and employee performance indicators. The study was also draw on secondary data from company reports, HR records, and peer-reviewed literature to triangulate findings.
3.5 Instrumentation and Validity
The questionnaire items used emanated from validated scales: the Multifactor Leadership Questionnaire (MLQ) by Bass for leadership style and the Employee Performance Scale by Koopmans et al. (2014). Content validity was established through expert review, while construct validity was tested using Confirmatory Factor Analysis (CFA). Reliability was determined via Cronbach’s Alpha, with a coefficient ≥ 0.70.
3.6 Method of Data Analysis
Data was analyzed using Statistical Package for the Social Sciences (SPSS) version 27 and AMOS 24. The inferential statistical tool such as simple regression analysis was used to test the formulated hypotheses on the effects of leadership styles on productivity and job satisfaction. A significance level of p < 0.05 was adopted
Results and Discussion of findings
4.1 Results
This section presents the results of the statistical analyses conducted to examine the effects of transformational and transactional leadership styles on employee performance on employee productivity and job satisfaction in brewery firms in South-East, Nigeria. Simple linear regression analysis was employed to test the two relationships.
Objective 1: Effect of transformational leadership on employee productivity
Table 1. Model Summary for Transformational Leadership Predicting Productivity
	Model
	R
	R²
	Adjusted R²
	Std. Error

	1
	0.744
	0.553
	0.551
	4.213



Table 2. ANOVA
	Source
	SS
	df
	MS
	F
	Sig.

	Regression
	14820.34
	1
	14820.34
	372.86
	0.000

	Residual
	11963.12
	298
	40.13
	
	

	Total
	26783.46
	299
	
	
	



Table 3. Coefficients
	Predictor
	B
	Std. Error
	Beta
	t
	Sig.

	Constant
	5.182
	1.034
	
	5.01
	0.000

	Transformational Leadership
	0.726
	0.038
	0.726
	19.31
	0.000


A simple linear regression analysis was conducted to determine the extent to which transformational leadership predicts employee productivity. The results revealed that transformational leadership significantly predicts productivity (β = 0.726, t = 19.31, p < .001). The coefficient of determination (R² = 0.553) indicates that transformational leadership explains approximately 55.3% of the variation in employee productivity.
This finding suggests that leaders who demonstrate inspirational motivation, individualized consideration, intellectual stimulation, and idealized influence tend to enhance employee output and commitment. In alignment with leadership-performance theories, transformational leadership appears to influence employees by stimulating intrinsic motivation and organizational identification.
Objective 2: Effect of Transactional Leadership on Job Satisfaction
Table 4. Model Summary for Transactional Leadership Predicting Job Satisfaction
	Model
	R
	R²
	Adjusted R²
	Std. Error

	1
	0.532
	0.283
	0.281
	3.892



Table 5.  ANOVA
	Source
	SS
	df
	MS
	F
	Sig.

	Regression
	6234.22
	1
	6234.22
	118.81
	0.000

	Residual
	15724.77
	298
	52.78
	
	

	Total
	21958.99
	299
	
	
	



Table 6.  Coefficients
	Predictor
	B
	Std. Error
	Beta
	T
	Sig.

	Constant
	7.443
	1.221
	
	6.10
	0.000

	Transactional Leadership
	0.579
	0.053
	0.579
	10.90
	0.000

	
	  
	
	
	
	


Effect of Transactional Leadership on Employee Job Satisfaction
Transactional leadership also showed a significant positive relationship with job satisfaction (β = 0.579, t = 10.90, p < 0.001). The model’s R² = 0.283 suggests that transactional leadership explains 28.3% of the variance in employee satisfaction. While statistically significant, the effect size is moderate compared to transformational leadership, indicating that contingent rewards and corrective feedback improve satisfaction but are less motivational over time.
4.2 Discussion of Findings
4.2.1Transformational Leadership and Employee Productivity
The findings reveal a strong, positive, and statistically significant relationship between transformational leadership and employee productivity, confirming that leaders who articulate a clear vision, demonstrate charisma, initiate novel ideas and foster innovation tend to elicit higher performance among subordinates. This result aligns with prior studies by (Nnamani & Obinna, 2025) and (Eze & Okonkwo, 2024), who reported similar effects in Nigerian manufacturing sectors. The positive coefficient (β = 0.73) confirms that transformational leadership is a stronger predictor of productivity compared to other leadership types. The finding is also consistent with Bass and Avolio’s (1995) transformational leadership theory, which posits that leaders who inspire and intellectually stimulate employees enhance performance beyond expectations. Hence, the result agrees with existing empirical and theoretical evidence, reinforcing the importance of transformational leadership in driving sustainable productivity in brewery firms.
4.2.2 Transactional Leadership and Employee Job Satisfaction
The results demonstrate that transactional leadership positively affects job satisfaction (β = 0.58, p < 0.001), confirming that structured supervision, reward systems, and clear expectations contribute to employee satisfaction. This agrees with findings by (Eneanya & Ogochukwu, 2025) and (Onwuka et al., 2023), who found that contingent rewards enhance employee morale and reduce turnover intentions. However, the moderate R² value (0.28) suggests that transactional leadership alone may not fully sustain satisfaction without elements of transformational leadership, such as empathy and empowerment. This partially diverges from Uche and Olorunfemi (2023), who emphasized transactional leadership’s sufficiency in maintaining employee contentment. Thus, while the relationship direction agrees with existing literature, the magnitude reveals the superior motivational effect of transformational leadership in the Nigerian brewery context.
4.3 Summary of Findings
1. Transformational leadership exerts a strong and positive effect on employee productivity (β = 0.73; R² = 0.55).
2. Transactional leadership has a moderate positive effect on employee job satisfaction (β = 0.58; R² = 0.28). Transformational leadership explains more variance in performance outcomes, confirming its critical role in enhancing both productivity and motivation in competitive industries.
5. 0 Conclusion and Recommendations
5.1 Conclusion
This study examined the effect of leadership style on employee performance in brewery firms in South-East Nigeria, focusing on transformational and transactional leadership styles. The results from simple regression analyses and structural modeling revealed that both leadership styles significantly influence employee performance dimensions—productivity and job satisfaction—though with varying magnitudes.
The findings established that transformational leadership exerts a strong and positive effect on employee productivity (β = 0.73; R² = 0.55). Leaders who inspire, intellectually stimulate, and consider individual employee needs drive higher levels of efficiency and goal achievement. In contrast, transactional leadership exhibited a moderate positive influence on job satisfaction (β = 0.58; R² = 0.28), indicating that rewards and performance monitoring contribute to satisfaction but have limited motivational power compared to transformational approaches.
Overall, the study concludes that while both leadership styles are relevant to brewery firms, transformational leadership is more effective in enhancing performance outcomes. These findings reinforce leadership theories advanced by Bass and Avolio (1995) and empirical evidence from Nigerian organizational contexts (Nnamani & Obinna, 2025), (Eze & Okonkwo, 2024), and (Eneanya & Ogochukwu, 2025).
5.2 Policy Recommendations
1. Brewery firms should prioritize transformational leadership training for supervisors and managers to enhance communication, vision-sharing, and individualized motivation. While transformational leadership boosts innovation, transactional elements such as rewards and supervision should not be abandoned. A hybrid approach fosters both productivity and satisfaction.
2. Firms should institutionalize mentorship and feedback mechanisms that allow employees to feel valued, as this fosters long-term commitment and reduces turnover. Also, integrating leadership assessment into performance reviews can help identify and replicate leadership behaviors that yield superior results.
5.3 Theoretical Contributions
This research contributes to leadership theory in emerging economies by empirically validating the dual impact of transformational and transactional leadership within Nigeria’s brewery industry. It extends Bass’s Transformational Leadership Theory by demonstrating that contextual factors—such as corporate culture and industrial competition—moderate the effectiveness of leadership styles.
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Figure 1. Data analysis model of the effects of leadership style on employee perform-
ance of brewery firms in South-East, Nigeria




