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Abstract: - Performance of NNPC has been observed to be 

abysmally below expectations and there are growing concerns on 

possible cause of this poor performance. One area that often 

comes to debates is the leadership of the corporation. But other 

factors that are institutionally related have also been found to 

affect the way an organization performed. This research thus  

examines the effect of transformational leadership (TFL)  on 

corporate performance with institutional quality as a mediator. 

A survey research design was employed to collect data from 261 

respondents from NNPC and it affiliations and analyzed 

using partial least squares structural equation modeling. The 

study revealed that TFL had a significant positive effect on 

performance of NNPC while institutional quality did not 

mediate the relationship between TF L and corporate 

performance; rather, it had a significant negative effect on 

performance of NNPC. Therefore, TFL a nd institution quality 

each can independently cause significant change in 

performance of NNPC. The study recommends the adoption 

of TFL w hi l e  institutional quality should be improved to 

achieve the desired performance of NNPC is expected in Nigeria. 

Key words: Corporate performance, transformational leadership, 

and institutional quality, NNPC, NIGERIA. 

I. INTRODUCTION 

he growth of any organization depends, on no less 

degree, on its leadership and management among other 

macroeconomic situations within which the firm operates. In 

view of the importance of growth to every firm, management 

therefore, have often times, devise means to attain a 

sustainable growth and overall improvement in performance. 

One avenue that is usually looked at is the leadership of the 

organization. This is because, corporate leadership has been 

found to engender industrial transformation, socio-economic 

development, and economic growth. No doubt, organizations 

operate as trustees of public good to change performance in 

response to both internal and external pressure for sustainable 

development (Edwards, Knight, Broome, & Flynn, 2010). 

How well and successful an organization is at such response 

depends largely on organizational leadership, hence the 

growing emphasis on effective leadership. The drive for 

effective leadership results in the emergent of numerous 

leadership styles. One of the most favored styles or 

approaches in organizational setting by practice and 

empirical evidence is the transformational leadership 

(TFL) because it is the single biggest way to influence a firm 

(Pawar, 2016). 

TFL is human and humane in content and is a relationship-

based approach to leading a firm (Katou, 2015). It inspires 

employees to perform beyond expectations (Pillai, 2013). It 

enables leaders to  organize their efforts toward corporate 

reforms by raising employees’ perception beyond personal 

interests and aligns such interests with corporate goals and 

vision (Edwards et al., 2010). Moreover, this leadership 

approach is credited with wide range of potential for enhanced 

corporate performance in terms of creativity, innovativeness, 

productivity as well as customers and employees’ satisfaction 

etc (Katou, 2015; Gumusluoglu & Ilsev, 2009). However, 

findings from empirical studies on TFL and corporate 

performance are contradictory (Aarons 2006). Inference from 

Thurber et al. (2011) suggests that such contradictions might 

be due to the omission of important institutional and political 

factors that could help in better explanation of how TFL can 

improve organizational performance. This being so is because, 

in some studies such factors as trust in the team and in the 

individual, job satisfaction, work engagement etc. have been 

used as mediators of the association between TFL and firm 

performance (Snjezana, 2013). 

From Thunder (2011), it can be argued that no leadership style 

can work effectively in an organizational environment with 

complex institutional restrictions. Therefore, integrating the 

institutional complexity (e.g. institutional quality) as mediator 

in the relationship between TFL and corporate performance 

could best explain the path toward effective performance of 

NNPC in downstream sector. Consideration of NNPC for a 

study is based on evidence from past reports and empirical 

studies, which show NNPC as a failure compared to its 

counterparts such as Petrobras, Petronas and Statoil in Brazil, 

Malaysia and Norway respectively (NNPC, 2014c; Adam, 

2014). It is sad to note also that Ghana that recently 

discovered oil is said to be learning from NNPC’s failure and 

the ‘cabbages’ and woes in Nigeria’s downstream sector 

(Eyene, 2014). One of the challenges identified as responsible 

T 



International Journal of Research and Innovation in Social Science (IJRISS) |Volume II, Issue VII, July 2018|ISSN 2454-6186 

 

www.rsisinternational.org Page 87 
 

for this failure is poor leadership (Abisoye oke, 2013) in 

addition to other challenges like regular disruptions of 

production, red-tape as well as inability to fully exploit the 

potentials of natural gas resources by NNPC (Thurber et al., 

2011).  

These other challenges impose additional costs to effective 

and efficient management of NNPC thus resulting in 

significant negative impact on total revenue and undesired 

performance. Whether or not the TFL can positively affect 

corporate performance of NNPC is what this study sets out to 

investigate with institutional qualities as a mediating variable. 

This paper is organized in five sections. Section one contains 

the introduction; section two present literature review with 

focus on theories and empirical evidences. Section three 

shows the methodology adopted; section four present 

empirical results and section five is the concluding remarks. 

II. LITERATURE REVIEW 

2.1 Conceptual Framework 

The concept of corporate performance, transformational 

leadership, and institutional quality are not new in 

management literature. Corporate performance is what most 

studies seek to examined, as it is the essence of corporate 

existence. According to Gavera, Ilies & Stegerean (2011), the 

goal of any organization is sustainable performance because it 

is only through performance that organizations grow and 

develop. Corporate performance has been defined differently 

depending on what the firm seeks to achieve and on what the 

researcher seeks to investigate. Thus, in organizations and 

studies concerning corporate performance, it is important to 

defined what it means in order to know how best to achieve 

and examined it. Thus is because there is hardly any 

consensus among definitions given by many scholars (Santos 

& Brito, 2012). Thus, it is almost impossible to have a 

uniform definition because people are different and see things 

differently. Richard et al. (2009) posited that corporate 

performance comprises three exact outcome areas, which are 

product performance in the market, customer/employees’ 

satisfaction, financial performance, and shareholder return. 

Consequently, in this corporate performance is defined 

following Gartner (2017) as comprising profitability, 

customers’ satisfaction with product and services, employees’ 

satisfaction with the organizations at meeting their needs, 

firm’s creative ability to tackle future challenges and exploit 

future opportunities, and efficiency. Among factors that 

influence corporate performance, transformational leadership 

has been identified (Dvir, 2002). 

The concept of TFL leadership is not new. It is one of the two 

broad leadership styles in management literature; the other 

being transactional leadership (TSL). In brief, TFL is people-

based leadership while TSL is task-based leadership. From Hu 

et al. (2011) TFL seems to focus on both the social system 

and economic agents while TSL seems to focus only on 

economic agents. Consequently, and coupled with the 

growing emphasis on workplace harmony and humanization 

for better corporate performance, TFL has become most 

preferred leadership style in most organizations. This claim is 

based on the description of TFL as involving workforce 

inclusiveness in the sense that team and individual are 

recognized and appropriate processes are instituted to ensure a 

harmonious work relations and commitment to organizational 

task in a way that enables them to overcome challenges (Dong 

et al., 2016). Also, in terms of desired organizational outcome 

such as creativity, organizational commitment, task 

performance, productivity, growth, and creativity among 

others, TFL has been credited with high potentials of affecting 

such outcomes (Cheung & Wong, 2011; Omar, 2013). 

Another concept of interest in this study is institutional 

quality. The role of institutional complexities attainment of 

desired corporate performance has attracted a lot of 

consideration in recent literature. Institutions can be seen as 

humanly concocted requirements that structure political, 

financial, and social collaborations (North, 1990). Institutional 

quality to be capable bureaucracy that offers the kind of 

regulatory and policy check on the activities of the national oil 

company (Thunders, 2011). It can also refer to a broad 

concept that captures law, individual rights and high quality 

government regulation and services (Allard, 2016). 

Institutional quality is a pattern of connections and model for 

supervisors to accomplish administrative objectives through 

organizing, planning, controlling, and directing (Mabey et al., 

2001). In this manner, its significance in the attainment of 

better corporate performance cannot be overemphasized. 

Along these lines, with respect to the NNPC, it can be 

reasoned that a institutional quality will empowers a 

transforming leader to be more efficient and effective at 

leading the corporation and can lead to improve performance 

of the corporation. 

2.2 Theoretical Framework 

This study is based on two theories namely the resource based 

theory (RBT) and institutional theory. Fuller, Marler & Hester 

(2006) identified leadership as building proactive behaviour 

that enables the leader to respond to opportunities. In that 

sense, the authors explained that leadership is part of 

organizational resource. Put it differently, from RBT, a leader 

is considered part of organizational resources whose task is 

primarily to inspire employees to achieve great things in 

organizations (Vroom & Jago, 2007). Advocates of RBT 

argued that sustainable corporate performance can originate 

from the resources that the firm has and this attracts attention 

to the internal workings of an organization including how the 

firm is led (Colbert, 2004). And because RBT cedes superior 

performance to corporate resources which leadership is part of 

it (Bharadwaj, 2000), the RBV thus provides theoretical 

support to this study. Closs, & Xu (2000) argue that 

dissimilarities in the allocation of organisational resource, firm 

focus and how corporate entities leverage these resources will 
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result in differentiated capabilities. As discussed earlier a 

transformational leader can serve as a source of competitive 

advantage as organizational resource. As resources, the role of 

such leader could be explained theoretically from the 

resource-based view (RBV) theory (Acedo et al., 2006). Most 

recent researches on organizational leadership have come 

from RBV perspective by studying the attributes of 

transformational leaders (Givens, 2008). From the above 

review, this study is set to test the hypothesis stated below. 

H1: There is a significant positive relationship between 

transformational leadership and performance of 

NNPC in downstream sector. 

Another theory used in this study is institutional theory. In 

organisational leadership literatures, it is recognized that the 

rules, bureaucracies and other institutional complexities 

intervene in the smooth running of an organization. 

Institutional theory is used by many scholars to investigate the 

influence of the institutional complexities or context on 

corporate behaviour (Scott, 2001; Wicks, 2001). By 

examining this relation, the theory questions the essence of 

homogeneity of organizations form and practices in 

organizational field. This signifies that corporations are 

heterogeneous entities because of their interrelatedness with 

industry factor. This implies that for any leader to be 

successful, these industry factors must be properly addressed 

as part of the challenges such leader has to contend. This 

shows clearly that the quality of institutions has an intervening 

role in the behaviour of leaders with transformational 

attributes in relation to corporate performance. Thus, the 

theory shows explicitly that institutional theory predicts that 

for transformational leaders to influence the performance of 

corporations the institutional factors (in our case institutional 

quality) must be taken into consideration. Consequently, this 

study will test the hypothesis that follows: 

H2. Institutional quality mediates the relationship 

between transformational leadership and performance 

of NNPC in downstream sector 

2.3 Empirical Framework 

Studies on TFL and corporate performance have shown 

different and sometimes contradictory results. For instance, 

using employee satisfaction as a dimension of corporate 

performance considered in this study, Munir, Rahman, Malik, 

& Ma’amor (2012) found a positive linear and strong 

relationship between transformational leadership and 

employees’ job satisfaction. In other studies, the important of 

TFL at engendering employee satisfaction vis-à-vis corporate 

performance was emphasized affirmatively (Bakotić, 2016; 

Mafini & Pooe, 2013; Munir et al., 2012). Neupane (2014) 

examined the relationship between leadership style and 

customer satisfaction among 250 clients and 80 organization 

level workers in 16 offices of Lloyds Bank United Kingdom. 

Findings of the study showed that the level of customer 

satisfaction correlated with style of leadership adopted by a 

leader in an organization. Matzler, Schwarz, Deutinger & 

Harms (2012) analyzed the impact of transformational 

leadership on growth and profitability among 300 innovative 

SMEs in Carinthia Austria. Results of the study revealed that 

transformational leadership had a positive direct relationship 

with growth and profitability. The findings imply that the 

leadership style especially transformational leadership can 

influence the profitability and growth of an organization.  

Similarly, a study was conducted by Brandt, Laitinen & 

Laitinen (2016) to examine the impact of transformational 

leadership on profitability of 200 firms. Finding of the study 

showed that transformational leadership has a positive but 

weak effect on profitability. Also, Roi (2006) found that there 

is a positive relationship between transformational leadership 

and long-term income growth his study among 94 companies 

when examining the impact of transformational leadership 

practices on profitability, stock measures and increased 

company revenue. The link between institutional quality and 

corporate performance lies on the fact that as it shapes social 

practices, institution cultivates collective activity and 

diminishes coordination costs (Alonso, 2010). Empirical 

studies on institution quality focus on different dimensions 

like contract enforcement, property rights, shareholder 

protection (Levchenko, 2007), historical factors (Siba, 2007), 

sound tax system, income distribution and development level 

(Alonso, 2007) among others. In his research on the 

relationship between administrative design (a form of 

corporate management or administration and leadership) and 

performance of Norwegian Stateoil Company in the presence 

of institutional quality, Thurber et al. (2011) found the 

mechanics through which institutional quality interact with 

administrative design to influence the performance of Stateoil. 

Naghavi (2014) examined the role of institutional quality in 

relation to the supervision of Carbon dioxide emission in 

Malaysia. In this study, supervision was discussed within the 

context of leadership while safe or reduced level of emission 

was taken to proxy corporate performance. The result shows 

that institutional quality is vital especially in at the supervisory 

level of carbon dioxide emission. This implies that 

institutional quality play a critical role in leaders’ supervisory 

role in an organization. Ultimately, it could be stated that a 

successful carbon dioxide emission could not have existed if 

institution quality within which the leader operate was not 

favourable. Le (2016) also attributed the high growth of 

financial sector development in Asia from 1995 to 2011 to the 

appropriateness of institutional quality among other factors; 

stating that it is the key reason for the kind and great financial 

achievement in such developing economies. Guided by earlier 

researches and theory, this examination applies the research 

framework represented in Fig 1. 
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Fig. 1.1 Research framework                                               

III. METHODOLOGY 

3.1 Variables of study 

In this study, NNPC performance measured by seven items is 

the dependent variable. Transformational leadership, 

measured by sixteen items is the independent variable while 

institutional quality measured by seven items is the mediating 

variable 

3.2 Data and Source 

This study used primary data that were collected from workers 

in NNPC and its affiliates such as National Engineering and 

Technical Company Limited (NETCO), Nigerian Petroleum, 

Development Company (NPDC), the Products and Pipelines 

Marketing Company (PPMC), Integrated Data Services 

Limited (IDSL), Duke Oil, Kaduna Refinery and 

Petrochemical Co. Limited (KRPC), Hydrocarbon Services 

Nigeria Limited (HYSON), Nigerian Gas Company (NGC), 

Warri Refinery and Petrochemical Co. Limited (WRPC), Port 

Harcourt Refining Co. Limited (PHRC), the Department of 

Petroleum Resources (DPR), NNPC Retail, Duke Oil 

3.3 Populations and Sample  

From NNPC profile available at Contact Technologies 

Limited (www.ctl-ng.com) as at 2017 January, a total of 5000 

staff were said to be employed at NNPC and its affiliates. The 

5000 staff forms the population of this study. The sample for 

this study was 370, which was determined using Taro 

Yaman’s (1973) formula for sample size determination given 

as n = N/1+N(e)
2
. Where:  n = sample size; N = population; e 

= confidence level (95%); 1 = constant with e = 5%; the figure 

was arrive at as shown below: 

n =   5000                =                   5000 

 1 + 5000 (0.5%)
2                                      

1 + 15000 (0.0025) 

= 5000                     =          370 

 13.5      

3.4 Instrument and scaling 

The data was collected using questionnaires the contents most 

of which were adapted from studies. For instance, for 

performance we adapted construct measures on performance 

from Katou (2015) that addresses satisfaction of all 

stakeholders especially the customers and also construct 

measures on transformational leadership addressing 

leader responsiveness, supportiveness, creativeness, and 

developmental in approaches that have also been used in other 

similar empirical studies (Purcell & Hutchinson, 2007; 

Rafferty & Griffin, 2006). Construct on the mediating 

variables were adopted from Thunder et al. (2011). The 

instrument was divided into three sections namely 

respondents’ demographics, company information and, 

research questions. All measures used in this study were 

assessed on a 5-point Likert scale: 1 = strongly disagree, 2= 

disagree, 3 = neutral, and 4= agree, 5= strongly disagree. 

3.5 Goodness of measures 

Partial Least Square (PLS) Structural Equation Modeling 

(SEM) was introduced because its exploratory role and 

development of some theories in this study. Two important 

areas of PLS-SEM to be look at in measuring the goodness are 

reliability and validity. Validity is a test how well an 

instrument that is produced measures the specific idea it is 

planned to measure (Sekaran and Bougie 2010) while 

Reliability is a way by which instrument of measurement, 

measures the attribute of a variable consistencies (LoBiondo-

Wood et al 2014). 

3.6 Construct Validity 

Construct validity testifies to how well the outcomes got from 

the utilization of the measure fit the theories around which the 

test is planned (Sekaran and Bougie 2010). The inquiry here is 

does the instrument tap the idea as theories? This can be 

surveyed through convergent and discriminant validity. To 

start with, we looked at the respective loadings and cross 

loadings from Table 1 to evaluate if there are problems with 

any specific issue. We used a cutoff value for loadings at 0.5 

as significant (Hair et al. 2010).  

In that capacity, if any things which has a stacking of higher 

than 0.5 on at least two factors then they will be regarded to 

have significant cross loadings. From Table 5.2 we can 

discern that all the items measuring a specific concept loaded 

highly on that concept and loaded lower on the other concepts 

thus confirming construct validity. 

Institutional 

Quality 

Corporate 

Performance 
Transformational 

Leadership H1 

H2 
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3.7 Convergent Validity 

This test shows the extent that an item reflects a construct 

convergence compared to items that measure different 

constructs.  This test is performed with average variance 

extracted (AVE) with the threshold of ≥ 0.5  (Hair et al., 

2014). From Table 5.2, the results reveal that all have AVE 

values between 0.511 and 0.766, which are all above the 

threshold of 0.5. This shows that the measurement model has 

an acceptable convergent validity 

 
Table 5.1 Cross loading 

 

Transformational 

Leadership 

Institutional 

Quality 

Political 

Competition 

Corporate 

performance 

TLS1 0.750 0.077 -0.117 0.502 

TLS2 0.778 0.023 -0.093 0.581 

TLS3 0.663 -0.024 -0.053 0.492 

TLS4 0.634 0.004 -0.102 0.435 

TLS5 0.730 0.047 -0.097 0.454 

TLS7 0.741 -0.060 0.105 0.547 

TLS8 0.709 -0.028 0.097 0.493 

TLS9 0.807 0.008 -0.055 0.565 

TLS10 0.586 -0.033 0.051 0.402 

TLS11 0.725 -0.072 -0.019 0.460 

TLS12 0.747 -0.028 -0.062 0.426 

TLS13 0.732 -0.016 0.017 0.443 

TLS14 0.700 0.007 0.051 0.420 

TLS15 0.705 0.024 -0.050 0.400 

TLS16 0.688 0.033 0.057 0.441 

INQ2 0.012 0.833 0.248 -0.180 

INQ3 0.023 0.786 0.290 -0.154 

INQ5 -0.014 0.762 0.152 -0.248 

INQ6 0.022 0.824 0.328 -0.165 

INQ7 -0.045 0.818 0.350 -0.186 

NPF3 0.593 -0.237 0.203 0.909 

NPF4 0.587 -0.237 0.241 0.916 

NPF5 0.652 -0.209 0.095 0.910 

NPF6 0.584 -0.210 0.127 0.914 

NPF7 0.487 -0.141 -0.048 0.708 

 
Source: PLS Output; Note: INQ1, INQ4, NPF1, NPF2, and TLS6 were deleted for failing CR test 

 

Table 5.2 Results Measurement model Validation 

Constructs Items Loading t-stat p-value CA CR AVE 

Transformational Leadership TLS1 0.750 23.462 0.000 0.931 0.940 0.511 

 TLS2 0.778 30.612 0.000    

 TLS3 0.663 15.784 0.000    

 TLS4 0.634 12.357 0.000    

 TLS5 0.730 20.872 0.000    

 TLS7 0.741 24.235 0.000    

 TLS8 0.709 19.681 0.000    
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 TLS9 0.807 34.126 0.000    

 TLS10 0.586 10.560 0.000    

 TLS11 0.725 22.276 0.000    

 TLS12 0.747 18.440 0.000    

 TLS13 0.732 20.540 0.000    

 TLS14 0.700 17.446 0.000    

 TLS15 0.705 14.185 0.000    

 TLS16 0.688 15.223 0.000    

Institutional Quality INQ2 0.833 20.967 0.000 0.866 0.902 0.648 

 INQ3 0.786 16.099 0.000    

 INQ5 0.762 15.848 0.000    

 INQ6 0.824 19.911 0.000    

 INQ7 0.818 19.289 0.000    

Corporate performance NPF3 0.909 80.279 0.000 0.820 0.942 0.766 

 NPF4 0.916 81.566 0.000    

 NPF5 0.910 71.425 0.000    

 NPF6 0.914 79.321 0.000    

 NPF7 0.708 14.836 0.000    

        

     0.922   

        

Source: Appendix B1-3 & C1-3; Note: INQ1, INQ4, NPF1, NPF2, and TLS6 were deleted for failing CR test 

However, CR is used, internal consistency reliability is 

considered appropriate at 0.7 in the early stage and values 

above 0.8 or 0.9 at the advanced stage of the research. Values 

below 0.6 show a lack of reliability Hair Jr et al (2014). 

Results from Table 5.2 indicate that, all constructs have an 

acceptable CR value that falls within the ranges of 0.80 to 

0.90, which are all higher than 0.70.  Thus, the results reveal 

that our construct has acceptable consistency reliability. 

 

3.8 Discriminant Validity  

 

This test is carried out to show that items measuring one 

construct differ from those measuring another construct. This 

is test thus show that an item does not accidentally measure 

something else while specifying the extent to which one 

construct differs from another construct in terms of it 

indicators. Items should load more strongly on their own 

concepts in the model, and the average variance shared 

between each concept and its events should be greater than the 

variance shared between the concept and 

other concepts (Compeau et al. 1999). 

Table 5.3 Discriminant validity of constructs 

 Constructs Corporate 
performance 

Institutional 
Quality 

 Transformational 
Leadership 

Corporate performance 0.875    

Institutional Quality -0.240 0.805   

Transformational Leadership 0.665 -0.003  0.715 

 
In the Table 5.3, each construct correlates items. less than the 

average variance extracted by the pointers measuring that 

concept indicating satisfactory discriminant validity. 

3.8 Reliability Analysis 

We used the Cronbach’s alpha (CA) coefficient to evaluate the 

inter item consistency of our measurement items. Table 5.2 

reviews the loadings and alpha values. As seen from Table 

5.2, all alpha values are above 0.6 as proposed by Nunnally 

and Berstein (1994). Interpreted like a Cronbach’s alpha for 

internal consistency reliability estimate, a composite reliability 

of 0.70 or greater is considered acceptable (Fornell and 

Larcker 1981). As such we can conclude that the 

measurements are reliable. 
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3.9   Mediating Analysis 

The result is presented in Table 5.4. The path between 

transformational leadership -> institutional quality -> 

corporate performance has (P-value) 0.964; β = 0.001; t-value 

= 0.055 not significant. 

 

Table 5.4 Templates for Mediation Calculation 

 
Statistics 

Bootstrapped Confidence 

Interval 

 
Path a1; 

c1 
P-value 

Indirect 

Effect 
SE t-value 95% LL 95% UL 

Transformational Leadership -> Institutional 

Quality -> Corporate performance 
-0.003 0.963 0.001 0.018 0.055 -0.034 0.036 

 

3.10 Hypothesis Testing 

In order to validate the hypotheses developed for this study, 

we refer to the path coefficient of the direct relationship 

between transformational leadership in Figure 1.1 and Table 

5.4. For clarity, summarize the result for the test of the 

hypothesis and the decisions on each of the hypothesis in 

Table 5.4 that follows. 

Table 5.5 – Summary of hypothesis testing 

Hypotheses Statement Result Decision 

    

H1 
There is a significant positive relationship between 
transformational leadership and performance of NNPC in 
downstream sector 

P-value = .000 
t-stat. = 14.245 

Supported 

    

H2 
Institutional quality mediates the relationship between 
transformational leadership and performance of NNPC in 
downstream sector 

P-value 0.964 
t-stat. = 0.055 

Not Supported 

Table 5.6 Path Coefficient, T-statistics, significant level for all hypothesized paths 

Paths 
Std. 
Beta 

Std 
Error 

T-value 
P -

Values 
95% CI 

Sig. 
P < .05 

VIF 

Transformational Leadership -> 
Corporate performance 

0.672 0.047 14.245 0.000 [0.568, 0.744] YES 1.001 

Table 5.7 Path Coefficient, T-statistics, significant level for all hypothesized paths 

 Statistics Bootstrapped 
Confidence Interval 

 Path a1; 
c1 

Path 
a2; c2 

Indirect 
Effect 

SE t-value 95% LL 95% UL 

Transformational Leadership -> 
Institutional Quality -> Corporate 
performance 

-0.003 -0.330 0.001 0.018 0.055 -0.034 0.036 

 

Based on the above result, it is shown that performance of 

NNPC is influenced directly by transformational leadership (t-

value = 14.245; p-value < 0.05); and this relationship is 

positive and significant. Further analysis reveals that the 

bootstrapped confidence interval [0.568, 0.744] is skewed 

toward positive values and does not contain zero (0). 

Consequently, hypothesis H1 is supported also, form the 

results, we found that the relationship between 

transformational leadership and performance of NNPC is not 

mediated by institutional quality (t-value = 0.055; p-value > 

0.05). Also the analysis reveals that the bootstrapped  

 

confidence interval [-0.034, 0.036] ranges between negative to 

positive values, in which case it contains Zero (0) and this 

interrelationship is said to be non-significant. This way the 

second hypothesis H2 is not supported. 

IV. CONCLUSION AND DISCUSSION 

This was carried to investigation the relationship between 

TFL and performance of NNPC in Nigeria. Also, the role of 

institutional quality as mediators in the above relationship was 

also examined. Following the review of extensive literature 

conceptually, theoretically and empirically along with the 
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analysis and tests performed, the result of this study provides 

sufficient evidence to adjudge that the objectives of the study 

have been achieved.  

Prior to this time, the leadership of NNPC has been blamed 

for not managing the corporation well; but from the finding of 

this study, we can conclude that the undesired performance of 

NNPC is due to unfavorable institutional complexities rather 

than the leadership of the corporation. It appears that the 

corruption of officials of NNPC is within the paucity and 

weak institutional factors that do not effectively guarantee 

checks and balances at the operations of the corporation. 

Providing good and strong institutional qualities can serve as a 

panacea for poor corporate performance at NNPC in Nigeria. 

Government interference in policy making in NNPC has seen 

affecting the performance, institutional complexities within 

and outside the corporate is one of the reason leadership 

cannot compete, the study believed that institutional quality 

can stand a separate construct without involving any 

leadership style. Providing good and strong institutional 

quality can fill in as a solution for poor corporate performance 

at NNPC in Nigeria. 
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