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Abstract

This study examines the relationship between transformational and transactional leadership
and performance in selected universities in the Southwest of Nigeria, with an emphasis on
organizational commitment as a mediator. This study was prompted by the quest to ascertain
the role of leadership behaviors on academic staff performance in institutions of higher
learning. The quantitative research design was adopted, and 4 universities were purposively
selected. The universities were selected as a sample of the few universities in Southwest Nigeria
that were listed on a global university ranking website. Data were collected from 376 academic
staff members across several faculties in the four selected universities. The universities were
chosen because they have consistently been ranked among the few universities in South-West
Nigeria that feature in recognized global university rankings.. The data analysis method
adopted was Path Analysis Structural Equation Modelling (PA-SEM), where the direct and
indirect effects were both investigated. Results show that Transformational leadership has a
direct, strong, and significant effect on employee performance (f = 0.3874, p = 0.000), while
transactional leadership has a direct, weak but significant effect on performance (f = 0.2098,
p = 0.001). Organizational commitment has a significant positive effect on employee
performance (f = 0.2353, p < 0.001). Organisational commitment was also found to
significantly mediate between both transformational (indirect effect f = 0.311147,t =5.72, p
= 0.000) and transactional leadership (indirect effect f = 0.2012783, t = 3.93, p = 0.000) on
employee performance. It can be concluded that organisational commitment is a crucial
mediating factor between leadership styles and employee performance in the university setting.
Hence, administrators should strive to employ more of transformational leadership styles and
improve the organisational commitment of academic staff members.

Keywords: Transformational, Transactional, Leadership Style, Employee Performance,
Southwest Universities
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Introduction

Leadership is generally regarded as a factor
that influences the efficiency and
effectiveness of an organisation, employee
behaviour, as well as that of the institution as
a whole. Leadership helps to determine how
human and physical resources are used
toward realizing the goals of an organisation,
particularly a knowledge-intensive
organization such as a university (Adesanya,
2025). According to Sajuyigbe et al. (2024),
a university's competitive, technological, and
global context, characterized by high-level
needs for quality assurances, a quest for more
academic output, and an intense rivalry,
makes leadership critical for boosting
employee motivation, commitment, and job
(Bello 2025).

Leadership style refers to a leader's pattern of

performance et al.,
behaviour in attempting to influence, guide,
direct, and motivate followers toward the
attainment of organizational goals (Onikoyi
& Babatunde, 2018). Several leadership
styles have been proposed in the
management literature; these include, but are
not limited to: transformational, transactional,
autocratic, and laissez-faire
styles (Ndubuisi-Okolo &

2025). Ojokuku et al. (2012)

democratic,
leadership
Amujiogu,
argued that, "each style impacts upon
employees' behaviour, attitude, cognition
The

and

and ultimately work outcome".

transformational  leader inspires
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motivates by a sense of mission, by
stimulating intellectual stimulation,
encouraging  creativity, and  giving

individualized consideration. Transactional
leadership involves rewards, punishments,
and contingent exchanges (Hoch, 2025).

Democratic leaders involve employees in the
decision-making process, while autocratic

leaders retain total authority in the
organization (Ibrahim, 2025).
Employee job performance is another

variable of major concern in organizational

studies due to the impact on the
organization's productivity, quality of service,
and competitiveness. Job performance means
a successfully performed task as a whole and

a contribution
(Judge,
the

to organizational goals
2023). In the case of a university,
of

performance can take the form of effective

components employee  job

teaching,  scholarly  work, effective
administrative leadership, student support,
and institutional development (Atoki et al.,
2024). The that

universities

evidence abounds

in  Nigeria have been
experiencing low morale and productivity
among staff, delaying the completion of tasks
and objectives; absenteeism; industrial unrest,
and turnover intention (Ojokuku et al., 2012).
These negative manifestations indicate that
there is a need for more effective ways to

enhance the job performance of university



performance, leadership style is of

significant interest. Studies conducted by

various scholars have revealed that
leadership style has an influence on
employees' motivation, involvement,

commitment, and performance outcomes
(Hoch, 2025; Shodiya et al., 2022; Guk

et al., 2024). Effective leaders are

associated with fostering a supportive work

environment, providing directions,
facilitating of  communication, and
recognizing employees, which is
instrumental in achieving peak job
performance of employees (Ibrahim,
2025; Hoch, 2025), while ineffective
leaders are associated with low job

performance (involvement and commitment).

Despite leadership being recognized as an
important antecedent of employee outcome,
the mechanism by which leadership style has
an impact on job performance is still a critical
issue that needs attention in the field of

organization.

Organizational commitment is considered

one critical mechanism through which

leadership style influences employees' job

performance. Organizational commitment

has been broadly defined as the bindingness
of employees towards an organization

through employees’ loyalty to their

organization, an acceptance of their
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organization's values and aims, and a belief

of belongingness to the organization
(Mottoh, 2015). Organizations that have high
commitment from employees would possess
employees who are more persistent,
dedicated, less absent, and have higher job
performance;  employees  with  low
commitment to the organization have low job
performance, which can lead to low effort,

high turnover, and withdrawal behaviours.

The relationship between leadership styles
and organisational commitment is highly
emphasized by organisational behaviour
literature. Leaders have an impact on the
sense of affiliation, trust, fairness, and
organisational support that the organisation
has towards For

employees. example,

Nguyen. et al. (2023) demonstrate that

transformational and democratic style
significantly increases commitment due to
the participation of employees in the work
and the consideration for the employee's need,
whereas excessive autocratic leader style
tends to decrease organizational commitment
because of employees' lack of autonomy and
sense of fairness (Wang et al., 2022). So
commitment  acts

the

organizational as a

mediator in relationship  between

leadership style and job performance.

In Nigerian universities, especially in the

Southwest region, the universities suffer



from persistent issues such as insufficient

funding, ever-growing student population,
lack of infrastructure, industrial disharmony,
demand for global rank improvements, etc.
2024). These
that  will

(Sajuyighe et al, are

tremendous  forces require
employees to put in their very best and
leadership ability to cope. It appears that
many Nigerian universities, though in
demand for improvement and performance,
are faced with persistent employee problems
such as low motivation, low work attitudes,
and inconsistencies in  performance
(Wuryaningrat et al., 2024), raising concerns
about whether leadership practices are

instrumental in cultivating employees'

Although

many studies exist on leadership styles and

commitment and performance.

employee performance in a sector such as
Banking sector (Ojokuku et al., 2012),

construction sector (Gando1fi, & Stone,

2023), Health sector (Wang et al., 2022),
manufacturing sector (Donkor et al., 2021;
Siti et al., 2025), telecommunication sector
(Sougui et al., 2016; Saefi et al., 2024,
Sefiyanto & Indrasari, 2020), no available
empirical studies have been conducted to
investigate the mediation of organizational
commitment  between

leadership styles

(transformational and transactional
leadership styles) and job performance of
academic staff members in the Nigerian

universities. Most of the existing literature
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studies the direct relationship, where the
psychological mechanism that connects the
two variables together is ignored. The
context of universities is also unique
compared to others, which necessitates a
specific sector study. This study has been
undertaken  because  poor  employee
performance, low morale, and productivity
have been observed in Nigerian universities.
The impact of leadership styles on employee
job performance and the role of
organisational commitment as a mediator
between leadership styles and employees' job
performance are explored. Gaps in the
existing literature are filled in the study by
focusing on the universities in Southwestern
Nigeria, and the beneficial implications of
the study will be provided for better

leadership, employee commitment, and

overall institutional productivity.

The following questions shall guide this

current study: To what extent does
transformational leadership style have an
impact on teamwork and work quality? To
what extent does transactional leadership
style have an impact on teamwork and work
quality? And is organizational commitment
mediating transformational and transactional
leadership styles toward teamwork and work

quality?

Theoretical Framework



The\aﬁd/erlying theories underpinning this
novel study are transformational leadership
theory and transactional leadership theory.
Transformational leadership theory and

transactional  Leadership  theory are

appropriate to explain the relationship
between leadership styles, organizational
commitment, and academic staff
performance, as transformational leadership
theory and transactional leadership theory
clearly relate how leaders' behaviour toward
their followers can lead to various
employees' attitudes, motives, and outcomes
(performance). For instance,
transformational Leadership theory states

that transformational leaders may affect

academic  staff performance through
inspiration, intellectual stimulation, and
individualized  consideration. In  the

university environment, transformational
leaders (e.g., vice-chancellors, deans, and
heads of departments) will make academic
staff willing to dedicate efforts and achieve
better performance through creating an
inspiring vision of good teaching, good
research, good service to the community
(Wang et al., 2022; Sajuyigbe et al., 2024;
Nguyen et al., 2023). According to Shodiya
et al. (2022), transformational leadership
helps academic staff to achieve a stronger
emotional attachment to the organization,
thereby making the academic staff have

greater loyalty toward the organization and
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eventually influencing academic staff
performance positively. Academics with
greater organizational commitment would
likely work at a higher standard on teaching,
conduct good research, and contribute more
to institutional development activities, all of
which  reflect increased performance
(Nguyen et al., 2023). While transactional
Leadership theory explains performance
based on a transactional approach, there are
systematic exchanges between leaders and
followers (Siti et al., 2025). For academic
staff, their job performance in the university
context is typically driven by formal
performance appraisal systems, promotion
systems, publication incentives, as well as
sanction measures against academic staff
who do not comply with work regulations
(Gandolfi & Stone, 2023). Mottoh (2015)
argues that the reward and penalty system
encourages academic staff to work toward
certain expected standards and thus affects
their organizational commitment and job
performance. Academics Staff is likely to
have commitment toward their organization
if they can receive proper rewards and the
rewards

are linked with performance

outcomes.  Hence, it provides a
comprehensive way to explain the impact of
two leadership styles on academic staff
performance as it covers both the intrinsic
motivation of transformational leadership

and the extrinsic motivation of transactional



Iead:?stli/p). This combination perspective
may well be relevant to the explanation of the
academics Staff performance at universities.
Empirical Review and Hypotheses
Development

Multiple empirical studies were reviewed,
which showed a positive and significant
relationship ~ between  transformational
leadership style and employee performance
industries and countries. The

that

in various

literature  shows transformational
leadership has a significant influence on
employees'  commitment, motivation,
creativity, productivity, and performance of
organizations. In the context of Nigeria, Datti
(2023) that

transformational leadership had a significant

and Inuwa found
positive effect on the performance of non-
academic staff of Abubakar Tafawa Balewa
University, Bauchi. Furthermore, Shodiya et
al. (2022) established that transformational
leadership had a significant positive effect on
employees' performance in the Nigerian
health while Adesanya (2025)

confirmed that transformational leadership

sector,

was a significant predictor of employee
performance in the banking sector in Nigeria.
In line with this, Atoki et al. (2024) conclude
that transformational leadership is a main
determinant of employee performance in oil

companies in Nigeria.
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Apart from Nigerian empirical studies,
international studies also found evidence to
support the positive relationship between
transformational  leadership  style and
employees' performance. Xu (2023) found
that transformational leadership has a
significant effect on employee performance
by focusing on the dimension of idealized
(2024)

reported that transformational leadership

influence. Wuryaningrat et al.

motivates employees  positively and
enhances  organizational  performance.
Mottoh (2015) identified that

transformational leadership has a significant
effect on employee performance in Indonesia,
while transactional leadership had no
significant partial effect. This argument was
also supported by Guk et al. (2024), who
found that transformational leadership had a
positive and statistically significant impact
on employee performance in Indonesia
organization. Nguyen et al. (2023) found that
in Vietnamese manufacturing companies,
transformational leadership directly
enhances organizational performance and
increases organizational culture, which will
later boost employee performance. To
conclude, the examined empirical research
has collectively found transformational
leadership to be a predictor of effective
employees and organizational performance
in many different industries and national

settings. Combining these results indicates



that the leadership behaviors that inspire

employees to go above and beyond and
provide stimulation will lead to increased
employee effectiveness, commitment, and
productivity. Thus, the following hypothesis
is formulated:

H1: Transformational leadership style is
significantly associated with employee

performance

Transactional Leadership Style and
Employee Performance
Several empirical studies have also

investigated the link between transactional
leadership style and employee performance
across various sectors and nations. The
greater part of these studies reports that

transactional leadership positively and

significantly enhances employee
performance,  particularly ~ when the
workplace is  monitored,  supervised,
structured, rewarded, and performance

target-driven. However, several studies have
argued that while transactional leadership
may improve performance, its effect is
inferior when compared to transformational
leadership. In Nigeria, Osifo and Lawal
(2019) tested transactional leadership style
and employee performance in the banking
industry and established a positive and
significant relationship between both, as the
employees reacted positively to reward-

based supervision and monitoring. Likewise,
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in a study conducted at Federal Medical
Centre, Abeokuta, Ogun State, Shodiya et al
(2022) establish that transactional leadership
was associated with higher employee

performance, specifically in relation to
increased task performance and compliance
with organization standards in a hospital
(2025),

examined Zenith Bank Nigeria and found

setting.  Similarly, Adesanya
that transactional leadership style enhanced

employee  performance  through its

contingency rewards and  corrective
intervention actions. Bello et al (2025) also
observed that transactional leadership
improves employee performance in terms of
job performance and operational efficiency
through structured supervision and reward
for job performance. Consistent with earlier
findings,
(2025)

leadership significantly impacts employee

Ndubuisi-Okolo and Amujiogu

reaffirmed that transactional

job satisfaction and compliance.

Outside Nigeria, studies also confirm
positive effects of transactional leadership on
employee performance. Lee et al. (2023)
found that transactional leadership was

positively and significantly related to
employee performance in North America,
Europe, and Asian countries. Similarly,
Avolio et al (2023) found that transactional
leadership significantly enhances employees'

performance through contingent reward and



corr::t!i‘:e action. Gandolfi and Stone (2023)
found that transactional leadership style was
significantly related to performance through
the monitor and reward system. Breevaart
(2024) found that

and van—Woerkom

transactional leadership was a strong
predictor of job performance in a private
higher education institution in Addis Ababa,
Ethiopia, through contingency reward and
corrective action. Bass et al (2003) confirm
that transactional leadership has positively
impacted employee performance through a
contingent reward system and active
management-by-exception, where there is a
focus on task performance and discipline.
Wuryaningrat et al (2024) reported that
transactional leadership positively impacts
employee performance through promoting

accountability, job clarity, and adherence.

Notwithstanding the generally consistent
findings, a contrary finding exists. In a study
in Harare, Zimbabwe, Demirtas (2020) found
that transactional leadership decreases
employee performance. However, given that
the effect of transactional leadership depends
on many contexts, employee expectations,
and the specific work environment, the result
indicates that transactional leadership has a
significant impact on employee performance
when discipline, supervision, and conformity
Hence,

are paramount. the following

hypothesis emerged:
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H2: Transactional leadership style is
significantly associated with employee
performance

Organisational Commitment as a

Mediator

Most of the empirical literature has recently
tried to use organisational commitment as an
important mechanism that connects the
leadership styles to employee performance.
Organisational commitment can be defined
as employee psychological commitment,
identification, and participation towards their
organisation and is also broadly viewed as an
important indicator of employee behaviour
and work outcomes (Andriansyah et al.,
2023). Recent studies have revealed from
several parts of the world, the fact that both
the transactional

transformational and

leadership  styles impacted employee
performance indirectly through influencing
organizational commitment. In an example in
Ghana, Donkor et al. (2021) show that both
transformational and transactional leadership
styles impacted the employees' performance
through organizational commitment in state-
owned enterprises. Wang et al. (2022) further
this by

leadership,

study role examining

transformational affect
commitment, and job performance in China,
and the results show that the transformational
leadership has a significant impact on

employees' affect organisational

commitment, which significantly improves



job performance. Their results demonstrate
the psychological bridge that leadership
effect is channeled through commitment into
performance. In addition, Andriansyah et al.
(2023), in a recent study conducted in
Indonesia, investigated transactional
leadership, organisational commitment, and
employee performance, and they concluded
that organisational commitment mediated the
impact of transactional leadership on
employee performance significantly. That is,
transactional leadership strengthens
performance through compliance, role clarity,
which

and reward-based motivation,

reinforces employees' commitment to
organisational goals. It implies that even
though transactional leadership tends to be
more control-based, its impact on employee
performance through organisational
commitment is still considerable. Masa’deh
et al. (2016) also find that organisational
commitment has a partial mediation between
the leadership styles (transformational and
transactional) and the employee performance
in Jordan, where their finding indicates
transformational leadership exerted a
Conceptual Framework for the Study

Independent Variables

Transformational

Leadership Style

Transactional
Leadership Style

Mediating Variable
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stronger indirect effect through
organisational commitment and a weaker but
significant moderated effect for transactional
leadership. Similarly, Voon et al. (2011)
research on leadership styles, job satisfaction,
and employee performance-related outcomes
in Malaysia’s public sector organisations,
and suggest that organisational commitment
plays a mediating role in the relationship
between leadership styles and employee
Their

transformational

performance-related  outcomes.

research suggests that
leadership enhances commitment through
motivation  and inspiration,  while
transactional leadership influences through
structured supervision and reward systems;
nevertheless, transformational leadership
shows a stronger impact on employee
performance-related outcomes. Therefore,
the following hypotheses are proposed:

H3: Organisational commitment mediates
the relationship between transformational
leadership and employee performance

H4: Organisational commitment mediates
the relationship  between transactional

leadership and employee performance

Dependent Variable

Employee
Performance



Figure 1: Conceptual Model

Figure 1 illustrates a conceptual model that

examines how transformational and

transactional leadership  styles impact

employee performance, emphasizing the

mediating role of organizational commitment.

The model suggests that transformational
and transactional leadership styles positively
affect employee performance in terms of
teaching, research, and community service.
The model assumes that transformational and
transactional leadership styles independently
have a direct impact on performance in
teaching, research, and community service,
the toward the

while commitment

organization can indirectly  improve
performance at the university level by
enhancing a strong psychological connection
between staff toward the university and

motivating staff.

Research Methods

This study employs a cross-sectional survey
research design. This design enables data to
be collected at a single point in time from
respondents, making it suitable for assessing
perceptions of academic staff regarding
leadership

styles, organizational

commitment, and performance. This design
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Organisational

Commitment

is suitable for testing hypothesized
relationships among variables and for
evaluating mediation effects using statistical
modelling techniques. The target population
consists of all 6,168 academic staff in the
four selected universities (University of
Obafemi

Covenant

Ibadan, University of Lagos,

Awolowo  University, and
University). This includes lecturers across
different academic ranks such as Graduate
Assistants, Lecturers Il, Lecturers I, Senior
Lecturers, Readers, and  Professors
(Establishments/Personnel Departments of
the 2024). The

universities were chosen on the basis of

respective universities,

being among the few Universities in South-
West Nigeria that feature in global university
rankings consistently, hence their selection is
justified due to the international exposure
and established reputation these universities
possess for comparison. Also, it is assumed
that these Universities had similar leadership
structures and organisational commitment. A
total sample size of 376 was selected, derived
from an appropriate statistical formula like
the Taro Yamane formula. A stratified
random sampling procedure was adopted for
in order

this study to ensure proper



repr:;;l;tion of academic staff in each of
the academic levels of faculty, departments,
and rank. A well-designed, structured
questionnaire was used as the primary
The

questionnaire was designed in the form of a

instrument for data collection.

five-point Likert-type measurement scale,
where respondents indicated their level of
agreement with each statement on a scale

ranging from 1 = Strongly Disagree, 2 =

Disagree, 3 = Neutral, 4 = Agree, to 5
Strongly Agree. The instrument comprised
standardized and validated items adapted
the

from established scales, including

Transformational Leadership Questionnaire

(TFLQ),
Questionnaire

Transactional

(TSLQ),
Commitment Questionnaire (OCQ),

Leadership
Organizational

and

Employee Performance Questionnaire (EPQ).

The use of these validated scales ensured the
reliability and validity of the measurement
instrument while enhancing the
comparability and credibility of the study

findings.

The questionnaires used were derived from
existing research carried out by Guk et al.
(2024), Osifo (2019),
Andriansyah et al. (2023), and Masa'deh et al.

and Lawal
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(2016) for transformational

transactional

leadership,
leadership, organizational
commitment, and employee performance,
respectively. A 5-point Likert scale ranging
from Strongly Agree to Strongly Disagree

was used.

An expert review was performed to ensure

the content validity, lucidity, and
applicability of the questionnaire items used
to transformational

assess leadership,

transactional  leadership,  organisational
commitment, and employee performance. To
demonstrate construct validity, Exploratory
Factor Analysis, Chi-square (3?), the Root
Mean Square Error
(RMSEA), the Comparative Fit Index (CFl),
the Tucker-Lewis Index (TLI), and the
Standardized Root Mean Square Residual

(SRMR) were used (See Tables 1 &2).

of Approximation

The data collected for this study will be
analyzed using Path Analysis Structural
Equation Modelling (PA-SEM). The analysis
will be conducted with STATA version 15 to
simultaneously examine the direct and
indirect relationships among the study
variables and test the hypothesized research

model.

Table 1: Exploratory Factor Analysis for Testing Validity of the Constructs

Transformational Leadership

1 2 3

Head of my department encourages academic

staff to excel further than is expected.

.801
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University leaders are keen for academic | .812
staff to be imaginative and creative in

teaching and research.

My leaders provide a strong sense of |.831
inspiration and purpose for academic

development.

Academic leaders provide personal | .824

development support and guidance for staff.

Transactional Leadership

Performance is highly controlled by the head 814

of my department against the targets set.

Recognition, promotion, and other rewards .809
are delivered on the basis of performance

within my organization.

Leaders offer quick remediation of errors 818
when academic staff don’t meet performance

standards.

The behavior of academic staff is governed .802

by clear rules and negative consequences.

Organisational Commitment

I feel a sense of commitment to my 813
university.
I am ready to make effort for my university. .807
I have an affective attachment toward my 821
university.
I want to spend the rest of my academic .819

career at my university.

Employee Performance

I successfully give lectures and execute all .805

academic duties punctually.
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I am engaged in scholarly work, researching 810

and publishing regularly.

I give advice to student theses and .831

dissertations effectively.

I take an active role in the departmental 814

and university management functions.

KMO = 0.845
Bartlett's Test of Sphericity (X?) = 1,289.086, 0.000.
Total Variance Explained = 81.79%

According to the EFA results (Table 1), it demonstrated that the measurement instrument used
in this study was valid and can be used. The items measuring for transformational leadership,
transactional leadership, organizational commitment, and employee performance all loaded
strongly onto their respective factors (values between .801 and .831, all exceeding the
acceptable cutoff of 0.70). The KMO 0.845 signifies sampling is adequate, and the Bartlett's
Test of Sphericity is significant(p<0.001), implying sufficient correlation existed among
variables for factor analysis. The total variance explained by 81.79 signifies that factors explain
a high proportion of the variation. In conclusion, it is confirmed that the instrumentation is
valid and reliable to proceed to the statistical analysis stage.

Table 2: Confirmatory Factor Analysis (CFA)

Chi-square (%) 0.0354; p=10.000
The Root Mean Square Error of 0.0376
Approximation (RMSEA)
The Comparative Fit Index (CFI) 0.96
The Tucker-Lewis Index (TLI) 0.98
The Standardized Root Mean Square 0.0583
Residual (SRMR)

Table 2 shows the results of the CFA analysis large samples and is not solely used as an
and suggests a good fit between the indicator of model fit. The remaining fit
measurement model and the data. The  indices are good indicators that the model fits

significance of chi-square is common with  well. With an RMSEA value 0f 0.0376, there
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is an excellent fit of the model, while the CFI

(0.96) and TLI (0.98) both remain above
0.95, indicating good fit and fit the standards
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of the threshold. SRMR (.0583) is also well
below .08, an additional good fit indicator.

Results and Discussion

Table 3. Results of the Structural Equation Modelling (SEM) Without Mediation (Direct Effect

of Transformational, Transactional Leadership Styles, and Organisational Commitment on

Employee Performance)

Path Coef. t-value p-value
TFL - EP 3874 6.320 0.000
TSL - EP .2098 3.401 0.000
OC > EP 2353 4.013 0.000

NOTE: TFL = Transformational Leadership,
TSL = Leadership, OC=

Organisational EP =

Transactional
Commitment,

Employee Performance.

The SEM analysis shown in Table 3 indicates

that transformational leadership,
transactional leadership, and organisational
commitment all contribute positively and
significantly to employee performance.
Transforming leadership is identified as
having the strongest impact on employee
performance  because  transformational
leadership has the largest beta-value (0.3874)
and smallest p-value (0.000); consequently,
it has the highest t-value (6.320). It means
that transforming

leadership is a very

influential  factor for academic staff
performance in a university. Since it has a
strong positive beta value (0.3874) and is
strongly statistically significant (p=0.000),

this implies that university leaders who
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engaged with the inspirational motivation,
intellectual stimulation, and individualized
consideration can encourage the academic
staff performance. These findings are
consistent with the research conducted by
Datti and Inuwa (2023), who stated that
transformational leadership has a
significantly positive impact on employee
performance. Likewise, Shodiya et al. (2022)
stated that transformational leadership had a
significant and positive effect on employee
performance. Similarly, Adesanya (2025)
found that transformational leadership is a
of

performance in the banking sector in Nigeria.

significant  determinant employee
Another finding similar to this study,
conducted by Guk et al. (2024), found that
transformational leadership positively and
statistically significantly affects employee

performance of Indonesian organizations.



The\?i_r;;ngs also indicate that there is a
significant positive relationship between
organizational commitment and performance
of employees (f = 0.2353, p<0.001). Thus,
Organizational Commitment is a significant
predictor of employee performance in the
university context. It can be explained that
the positive and statistically significant
association between organizational
commitment and employee performance (=
0.2353, p<0.001) that

academic staff exhibit

suggests when

greater loyalty
towards the university, identification with the
university, and motivation to do more than
what is expected, their performance is likely
to be high. An empirical study, it shows that
there is a significant positive relationship
between transactional leadership and
employee performance, with a lowest value
of 0.2098 and a p-value of 0.001. Thus,
transactional leadership is also a predictor of
employee performance in the university. It
can be explained that the positive and
between

significant relationship

transactional leadership and employee

performance (B= 0.2098, p=0.001) suggests

that employee performance is more effective
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when university leaders use transactional

leadership to emphasize clear roles,
supervision, standards of performance and

management by reward.

The findings of this research are in line with
Shodiya et al (2022), in which transactional
leadership is associated with higher
employee performance, particularly in task
performance and  compliance  with
organizational rules in a hospital. Similarly,
Adesanya (2025) proved that leadership
transactional and

style positively

significantly improves employees'
performance by using contingency reward
and corrective intervention. Bello et al (2025)
also observed that transactional leadership
improves employee performance in terms of
job performance and operational efficiency
by using a work-based structure and reward
for job performance. Overall, this study
found that the leadership  style,
transformational leadership, has the biggest
influence, and organizational commitment
positively and significantly affected the
employee performance of academic staff.

Hence, H1 and H2 are supported

Table 4. Mediating role of Organisational Commitment on the relationship between

Transformational, Transactional Leadership Styles, and Employee Performance

Path Coef.

t-value

p-value

TFL ->0C - EP .33240

4.902

0.000
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TSL -0C - EP 20540 3.740 0.000
NOTE: TFL = Transformational Leadership, TSL = Transactional Leadership, OC =

Organisational Commitment, EP = Employee Performance.

As shown in Table A4,

commitment mediated the relation between

organisational

transformational leadership and employee
performance, and transactional leadership
and employee performance significantly.
The
leadership

indirect effect of transformational

on employee performance
mediated by organisational commitment was
positive and statistically significant (f =
0..33240, t = 4.902, p = 0.000). In other
words, the transformational leadership
practice of university executives has an
impact on employee performance through
strengthening organisational commitment.

That is when the executives lead university

staff to get inspired, motivating and
intellectually, the staff will be more
committed to the institution, and their

performance will be better. Similarly, the
result shows that organisational commitment
mediated the relation between transactional
leadership and
significantly (B = 0.20540, t = 3.740, p =
0.000). This means transactional leadership
like

supervision,

employee performance

practices reward and punishment,

and clear  performance

expectations have a positive impact on
by
organisational commitment. However, the

employee  performance improving
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mediating role is weaker than that of
transformational leadership. Overall, the
present study indicates that organisational
commitment is one of the main channels
the  transformational

through  which

leadership  practice and transactional
leadership practice will lead to employee
performance. In other words, university

leaders who adopt the practices of
transformational leadership can get higher
employee performance by enhancing their
commitment toward the organization. The
transformational leaders’ mediated role on
employee performance through
organisational commitment is greater than
transactional leadership practice. H3 and H4

are supported.

Conclusion

The study established that transformational,

transactional, and organizational
commitment all have a significant positive
effect on academic performance.
Transformational leadership had the highest
impact on employee performance among all
the examined variables, suggesting that
leadership practices that stimulate employees,

such as inspiration, intellectual challenge,



and\ﬁfk‘igividualized attention, influence
academic staff productivity significantly.
Transactional leadership also has a positive
effect on employees' performance because
leaders use supervision and rewards, but the
effect was lower when compared with
transformational leadership. It was also
established that organizational commitment
has a mediating effect on the relationship
between  leadership and  employee
This that both

transformational and transactional leadership

performance. suggests
improve performance because it increases

organizational commitment. Again, the

mediating effect is higher  for
transformational leadership style than for
transactional leadership style. It implies that
transformational leadership is more effective
in enhancing the level of organizational

commitment.

Theoretical Implications

This study reinforces leadership theory and
organizational behavior literature by offering
empirical support for the contention that
organizational commitment acts as a
mediator between leadership styles and the
performance of employees. In line with
Transformational Leadership theory and

transactional leadership approaches, the
study suggests that effective leader behaviors
can ultimately influence performance via

employees' sense of involvement in and
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The
of

attachment to their organizations.

stronger mediating impact

transformational leadership further adds
weight to the contention that leader behaviors
that offer inspiration, motivational support,
and intellectual challenge to the workforce
would contribute to increased performance,
more so than those based on rewards and
management through oversight. Thus, the
current study advances previous literature by
documenting the role of organizational
commitment as a significant explanatory
process through which leadership behaviors
impact academic staff performance in
universities. The findings also advance the
field of higher education management by
validating the idea that leadership practices
in universities can ultimately impact staff
attitudes and behaviors, and thereby affect
in a educational

performance higher

institution.

Practical Implications

From a practical point of view, the findings
suggest that management in universities
should focus on employing leadership styles
that  would enhance  organizational

staff. As

the

commitment in academic

transformational leadership offered

highest indirect effect on performance
through organizational commitment,
university  administrators, deans, and

department heads should utilize behaviors



such as being motivational, intellectually
stimulating, having integrity, coaching and
mentoring, and valuing individuality of

individual employees. In addition, the
findings indicate that universities should
introduce policies and procedures that
promote organizational commitment, such as
fair appraisal and promotion systems,
Staff

development initiatives, bottom-up decision-

pleasant ~ work  environments,

making approaches, and open

communication pathways, which should
enhance employees' attachment to the
university. Lastly, although transactional
leadership was found to influence employee
performance indirectly via organizational
commitment, the lower impact indicates that
rewards-and-punishment approaches should
not be exclusively relied upon by universities
but blended with
leadership approaches, for a higher impact on

staff

rather transactional

academic performance  through

organizational commitment.
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