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ABSTRACT

This study investigates the impact of different leadership styles—transformational, transactional, and laissez-
faire—on employee engagement within the Nigerian oil and gas industry. Recognizing the industry’s
complexity and its critical role in Nigeria's economy, this research aims to fill the existing gap in empirical
studies focusing on leadership's influence on employee engagement in this specific context. The investigation
utilizes a quantitative approach, surveying 100 employees across various job positions within the industry. The
findings indicate that both transformational and transactional leadership styles have significant favorable
effects on employee engagement, with transformational leadership explaining 31.4% of the variance and
transactional leadership explaining 28.8% of the variance in engagement levels. Conversely, laissez-faire
leadership style shows a significant negative influence, accounting for 6% of the variance. These outcomes
highlight the significance of proactive and involved leadership practices in fostering employee engagement.
The research contributes to the broader organizational management literature by highlighting the critical role
of leadership styles in enhancing workforce engagement and suggests practical recommendations for industry
leaders to adopt transformational and transactional leadership behaviors to boost engagement and drive
organizational success. Additionally, the study advocates for further research to explore other variables
influencing employee engagement and to extend the findings to other industries and geographical contexts.

Keywords: Nigeria; oil and gas; leadership; quantitative survey and impact
INTRODUCTION

The ability of a business to motivate its workforce and win them over to the organization's mission is
becoming a key factor in determining success. The function of leadership styles, which have a big impact on
worker attitudes, behaviours, and job satisfaction, is essential to this idea. How managers engage and convey
expectations to their staff has a significant influence on the degree of involvement that staff members display.
It is now critical to comprehend the relationship between leadership philosophies and employee engagement as
companies work to develop high-performing teams and promote an innovative and collaborative culture. The
oil and gas industry is a crucial Portion of Nigeria’s economy, contributing approximately 90% of the
country’s export revenue and about 60% of its total revenue (Nigerian National Petroleum Corporation,
NNPC, 2021). In 2020, Nigeria produced about 1.78 million barrels of oil per day, making it the biggest oil
producer in Africa and the sixth-largest in the world (OPEC, 2020). The Oil and Gas industry of Nigeria is
elaborate, dynamic, and comprised of a diverse workforce. On the other hand, from another point of view, this
strategic sector is full of hurdles: the oil price is unstable, the uncertainty of regulation is high, and geopolitical
risk is significant. In this context, strong leadership is essential for overcoming obstacles, encouraging
innovation, and promoting organizational development. The Nigerian oil and gas industry is indicative of such
a complex and multivariate sector. So bedeviled with many opportunities and challenges that Ajonbadi, (2015)
noted as being part of the complex nature emanating from several factors such as technological development,
the regulatory framework, and geopolitics. These are further compounded by the dynamism of the industry
described by price uncertainty, changes in evolving market demands, and geopolitical uncertainties. Based on
the empirical data, it appears that the foremost of these is the vulnerability of the Nigerian oil and gas sector

Page 2721 www.rsisinternational.org


https://rsisinternational.org/journals/ijriss/
https://rsisinternational.org/journals/ijriss/
http://www.rsisinternational.org/
https://dx.doi.org/10.47772/IJRISS.2024.8120228

INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (1JRISS)
ISSN No. 2454-6186 | DOI: 10.47772/1JRISS [Volume V111 Issue XII December 2024

3, S
¢ RSIS ~

which greatly affects the economic stability and potential growth of the industry (Andeobu, Hettihewa, and
Wright, 2015). Apart from this, other challenges include regulatory uncertainties, policy changes, and legal
framework thus leaving the leading stakeholders of the power sector industry in a situation of ambiguity and
unpredictability in the future operational and investment climates. The challenge is further exacerbated by
geopolitical risks, whereby operational activity and investment decisions are defined by security threats, social
unrest, and political instability (Andeobu, Hettihewa, and Wright, 2015). In this milieu, effective leadership
becomes one of the prime determinants of success and resilience within the Nigerian oil gas industry.
According to Northouse, (2016), the theories of leadership at various levels reflect the importance of a
proactive adaptive nature in the complex and uncertain environments faced by the respective leaders. Indeed, a
positive mediating effect has been found to exist for transformational leadership associated with dynamic
industries that eventually enhance organizational performance in general. It is only through a shared vision, the
stimulation of innovation, and the promotion of organizational agility that good leadership can help an
organization or subsector achieve sustainable growth in the Nigerian oil and gas industry.

The growing realization of organizations towards the fact that positive contributions and productivity are made
by engaged workers to the overall growth of the organization has made leadership a significant influencer of
employee engagement. The significance and influence of leadership style range from autocratic to
participative, from employee attitude to motivation related to job satisfaction. Therefore, based on this
rationale, the significance of this relationship between leadership styles and employee engagement can be
conceived and understood by any organization that values human resources and gains sustainable competitive
advantage in dynamic market environments. It is an organizational need, as well as a strategic necessity, for
effective success in such a volatile industry. Also, the Nigerian petroleum industry is multicultural and multi-
skilled in terms of professionals, technical experts, and unskilled laborers. This, therefore, calls for proper
management of the human resource area and leadership that would harness the full capability of the workforce.
The style of leadership applied influences engagement, productivity, or simply organizational performance.
More so, transformational leadership is an inspiring type of leadership that is focused on motivation and
innovation. Therefore, it can provoke higher motivation levels from employees and hence more commitment
on their part. In contrast, transactional leadership comprises routine supervision and performance-based
rewards; it gives much clarity and structure to make sure the efficiency of operations is on track (Bass &
Riggio, 2006).

The Nigerian oil and gas industry, a cornerstone of the national economy, is characterized by its complexity
and susceptibility to various challenges, including regulatory uncertainty, geopolitical risks, and fluctuating oil
prices. Amidst these challenges, studies by authors such as Hammady, Burden, Evans, and Davidson, (2014)
and Saeed et al., (2013), have further shown how factors such as effective leadership are critical for keeping up
high staff engagement level, which is essential for achievement of organizational goals and sustainability.
Despite the recognized importance of leadership in influencing employee engagement, there is a significant
gap in empirical research examining how different leadership styles—transactional, transformational, and
laissez-faire—affect employee engagement specifically within the Nigerian Oil and Gas sector. EXisting
studies tend to focus on other industries and geographical contexts, failing to account for the unique cultural,
regulatory, and operational dynamics of the Nigerian oil and gas industry (Olabode et al., 2018). Consequently,
there is a pressing need to look into how these leadership styles impact employee engagement in this specific
sector to inform better leadership practices and enhance organizational performance. This research seeks to fill
this gap by providing a nuanced knowledge of the connection between employee engagement and leadership
styles in Nigeria's Oil and Gas sector.

Even though some research has been done regarding the impact of various leadership styles on employee
involvement in other industries, there is a significant vacuum in terms of research focusing on the Nigerian oil
and gas sector (Olabode, Bakare, and lheonunekwu 2018). Furthermore, despite the critical importance of
leadership in the Nigerian oil and gas sector, there has been a paucity of studies addressing the current
workforce dynamics, particularly the influx of newer generations, such as Millennials and Generation Z, and
their responsiveness to different leadership styles (Umuteme 2020; Min 2023). These younger employees often
exhibit different expectations and values compared to their predecessors, favoring inclusive, flexible, and
empowering leadership approaches. However, the existing literature has predominantly focused on older
leadership models and their effects on traditional workforce structures, leaving a significant gap in
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understanding how contemporary leadership styles—transactional, transformational, and laissez-faire—
resonate with the evolving demographics of the current workforce. This oversight necessitates a
comprehensive investigation into how these various leadership styles within the unique context of the Nigerian
Oil and Gas industry, better align leadership strategies with the expectations and engagement needs of the
modern workforce.

METHODS
Explanation and Justification of the Methods

It also relies on a quantitative research method to explore the effect of leadership styles on employee
engagement within the Nigerian Oil and Gas industry. Justification of Selecting Quantitative Approach. The
following are various reasons that can lead to the justification of using a quantitative approach. The role of
quantitative research is to facilitate the collection of numerical information that provides readers with objective
and quantifiable results through a statistical analysis of the data (Bell et al., 2022). This helps in studying
complex phenomena, such as leadership and employee engagement, because it permits the sharp measurement
of variables and generally finds some type of pattern or correlation.

Further, the quantitative methods apply a deductive research approach in this study. Deductive research bears
the notion that it includes the testing of hypotheses developed from theories in action, and the quantitative
methods are most appropriate for just that purpose (Saunders et al., 2023). In the context of theoretically based
propositions, this entailed the quantification of certain variables, such as leadership styles and levels of
employee engagement, for empirical tests and in addition to the current body of knowledge in this regard.

Moreover, quantitative research allows data to be analyzed systematically for statically correlated relationships
between variables to be established by the researcher. The application of statistical techniques, such as
regression analysis or correlation analysis, actually validates the examination of not only the strength but also
the direction of the relationship between distinct leadership styles and their associated outcomes related to
employee engagement. Rigor in analytics in this regard affects the strengthening of valid and reliable findings
leading to robust making of inferences as well as recommendations.

Detailed Explanation of the Construction of the Method

The Multifactor Leadership Questionnaire and the Utrecht Work Engagement Scale, two standardized
measures of employee engagement and leadership styles, will be used to develop the survey questionnaire.
Interview questions are semi-structured, aiding interviewers to pursue some particular issues in a detailed
manner. To a larger extent, the questions should enable the researcher to get into the respondent's experiences
based on observation or practice of ways of engaging people through leadership activities.

Detailed Plan for the Delivery of the Research Method

Surveys will be pushed to a sample of workers from the different companies in the Nigerian oil and gas sector
electronically. The survey will be conducted over four weeks, so they will have adequate time to express
themselves. Such interviews will include purposively sampled leaders and employees who are viably dispersed
geographically by video conference. The interviews will be conducted over six weeks and each session will
take about one hour.

Piloting

It will allow the researcher to identify probable flaws or ambiguities in the research instruments and refine the
research procedures. Piloting assures the feasibility and effectiveness of the methods employed in collecting
data. Generally, piloting has at least three roles: detecting likely flaws or ambiguities within research
instruments, refining procedures for conducting the research, and ensuring that methods used in collecting data
are feasible and effective (Creswell & Creswell, 2018). In this study, piloting will be conducted to establish
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issues regarding the validity and reliability of the surveying instruments and interview protocols developed.
However, the process of piloting will involve the selection of a small sample of representatives of the target
population to provide feedback regarding the clarity, comprehensibility, and relevance of the research
instrument. It will form the basis for developing necessary improvements and revisions to enhance the
instruments in terms of their reliability and validity.

Population and Sampling
Population:

The justification for the choice of the population as employees in the Nigerian Oil and Gas industry is that this
industry forms one of the backbones of the economy in Nigeria, and the topic of research is centered on the
industry. The Oil and Gas sector is one of those prime movers of the economy; it is a division having a variety
of categories of workers at different levels of the hierarchy and departments. Focusing this research on this
population churns out the fullest understanding of how leadership styles impact the engagement towards
employees in a contextual way relevant to Nigeria's economic landscape.

Sampling and sampling size

Purposive sampling is chosen as the sampling technique because of the ability to select participants with
certain attributes or characteristics relevant to the objectives at hand. Since the oil and gas industry is complex
by nature and employee engagement is a nuanced concept itself, purposive sampling can enable a researcher to
focus on those respondents who share valuable insights/experiences related to the research topic. This affords a
sample to be made from employees with a blended category of diversified backgrounds, roles, and experience
levels, ensuring depth and breadth in the collected data. As such, the researcher collected data from 100
respondents of a reputable Oil and Gas company in Nigeria using the sample size calculator as the measure for
the right proportion of respondents needed from 150 employees of the company.

Data Collection
Surveys

Since the questionnaire has a structured form, it is used as the major instrument for the data collection
purposes of the study since it effectively seeks to gather quantitative data concerning employee engagement.
Validity and reliability of the survey instrument are made possible through the adoption of already developed
instruments of measurement of employee engagement dimensions such as job satisfaction and organizational
commitment (Saks, 2006). Questions on demographics were also included to enable the researcher to better
understand the context of the survey responses, as well as to identify potential demographic trends or patterns
that might be associated with differences in employee engagement levels.

Survey Administration

This is in line with the accessibility and convenience with which the element is made available to the
participant. Moreover, electronic distribution with the online survey software is flexible and convenient for the
employees if they are spread across different locations in the organization. On the other hand, in-person
delivery allows for personal interaction with participants and potentially increases response rates by providing
opportunities for clarifications or additional explanations on the survey purpose and assurances of complete
confidentiality. Direct delivery may allow personal interaction with the participants, possibly increasing
response rates since the interviewers can explain something to the respondent and assure him.

Data Analysis:
Descriptive Statistics

Descriptive statistics summarize and describe sample characteristics and levels of employee engagement.
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Calculations for means, frequencies, standard deviation, and so on provide general descriptions of the dataset
while making it easier to get an initial impression of how the responses were generally distributed across the
various survey items and demographic variables (Field, 2013).

Inferential Statistics

This is followed by a Correlation and regression analysis of inferential statistics regarding the associations
between employee engagement and the many facets of leadership style. Whereas correlation can detect the
strength and direction of relationships between many variables, including leadership styles for this study,
regression can predict the level of engagement in an employee while controlling as many possible confounders
as possible.

Triangulation

Convergence from these triangulations of findings of quantitative analyses supports the conclusion of the study
and strengthens the results since they affirm those results reached through the different methods and data
sources. It is only through a confluence of insights drawn from quantitative and qualitative analyses that a
better comprehension of the complex dynamics characterizing a relationship between leadership styles and
employee engagement can be achieved among employees within the Nigerian oil and gas industry (Creswell &
Creswell, 2018). In this sense, triangulation serves to maintain methodological rigor with a safeguard for
potential biases or limits built into any one method or data source. Information convergence across sources
gives more strength to the conclusions of the study and enhances confidence in the validity and reliability of
the results.

Ethical Considerations

In research, ethics is a reassurance to make sure that the rights and dignity of subjects are respected and that
integrity in the study is maintained throughout the whole process. Ethical considerations in this research
include informed consent of subjects to assure that responses will be treated with the highest privacy and
confidentiality and minimize harm or discomfort to the subject. The study's aims will be communicated to
participants, who will have the liberty to discontinue participation at any point without facing any
repercussions. The process will be carried out in such a manner that the identity of participants remains
anonymous and individual responses are not identifiable. Moreover, the other applicable ethical standards that
the research will adhere to concern the rules outlined by the institutional review boards or other ethical
assessment bodies, which are indispensable for ensuring ethics in the research procedures and imparting ethics
in carried-out research (Bryman & Bell, 2015).

Limitations

While it is a fairly well-planned piece of research with the defined methods in place, a few limitations in
generalizing and validating the findings were there. The data were self-reported and therefore prone to the
effects of social desirability bias and recall bias. Thus, through the cross-sectional design of the study, it's
impossible to indicate the cause-and-effect relationship between leadership and employee engagement.
Additionally, the issue of generalizability arises; the results may only be generalized to other industries and
contexts that use the Nigerian oil and gas industry. Lastly, such purposive sampling may also lead to selection
bias in a way that the findings do not represent fully the greater population. Rigorously, overcoming the
limitations listed above, the research includes a transparent report, uses methodological triangulation, and
cautiously interprets the results according to Weyant, (2022).

DATA ANALYSIS

This study aims to translate raw data into meaningful insights that elucidate the relationship between different
leadership styles—transactional, transformational, and laissez-faire—and employee engagement within the
Nigerian oil and gas industry.
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Analyses of Distributed Questionnaire

Table 1: Analyses of Distributed Questionnaire

Characteristics Frequency | Percentage
Total retrieved 100 76.9%
Invalid copied 8 6.2%
Unreturned copies 22 16.9%

Total questionnaire administered 130 100%
Analysis of Demographic Data

Table 2: Gender of respondent

Gender Frequency Percentage
Male 76 76

Female 24 24

Total 122 100

Table 3: Age of respondent

Age Frequency Percentage
20-29 24 24

30-39 36 36

40-49 34 34

50-59 4 4

60 and above 2 2

Total 100 100

Table 1 presents the analysis of the distributed questionnaires for this research study. Out of the total 130
questionnaires that were administered, 100 were retrieved, 8 were invalid and 22 were not filled. Table 2
presents the demographic distribution of respondents based on gender in the study sample. The table indicates
that the majority of respondents were male, constituting 76% of the total sample, while females accounted for
24%. This gender distribution reflects a predominant male presence in the study, potentially influencing the
interpretation of findings based on gender perspectives. The table's clarity in presenting frequencies and
percentages facilitates understanding of the demographic composition of the sample, which is crucial for
analyzing how gender dynamics might intersect with perceptions of leadership styles and employee
engagement in the Nigerian oil and gas industry. Table 3 presents the distribution of respondents based on
their age groups. The majority of respondents fall within the age range of 30-39 years, comprising 36% of the
sample, followed closely by those aged 20-29 years at 24%. Participants aged 40-49 years account for 34%,
while those aged 50-59 years and 60 years and above represent 4% and 2%, respectively. This distribution
indicates a predominantly middle-aged workforce in the sample, reflecting a balanced representation across
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Table 4: Educational background of respondent

Education Frequency | Percentage
High school 8 8

Bachelor 31 62

Masters 26 26

PhD 0 0

Others 8 4

Total 100 100

Table 5: Job Position of Respondent

Job Position Frequency | Percentage
Executive Management 12 12
Supervisor/Team Leader 54 54
Frontline Worker/Staff 30 30

Others 8 8

Total 100 100

Table 1 presents the analysis of the distributed questionnaires for this research study. Out of the total 130
questionnaires that were administered, 100 were retrieved, 8 were invalid and 22 were not filled. Table 2
presents the demographic distribution of respondents based on gender in the study sample. The table indicates
that the majority of respondents were male, constituting 76% of the total sample, while females accounted for
24%. This gender distribution reflects a predominantly male presence in the study, potentially influencing the
interpretation of findings based on gender perspectives. The table's clarity in presenting frequencies and
percentages facilitates an understanding of the demographic composition of the sample, which is crucial for
analyzing how gender dynamics might intersect with perceptions of leadership styles and employee
engagement in the Nigerian oil and gas industry. Table 3 presents the distribution of respondents based on
their age groups. The majority of respondents fall within the age range of 30-39 years, comprising 36% of the
sample, followed closely by those aged 20-29 years at 24%. Participants aged 40-49 years account for 34%,
while those aged 50-59 years and 60 years and above represent 4% and 2%, respectively. This distribution
indicates a predominantly middle-aged workforce in the sample, reflecting a balanced representation across
various age groups within the study population. Table 4 provides a breakdown of the educational backgrounds
of respondents participating in the study. The majority of respondents hold a Bachelor's degree, comprising
62% of the sample, followed by those with a Master's degree at 26%. Participants with a high school education
constitute 8% of the sample, while the remaining 4% fall into the category labeled as "Others.” Notably, no
respondents reported having a PhD qualification. This distribution indicates a predominantly educated sample,
with a strong representation of individuals with Bachelor's and Master's degrees, which is reflective of the
professional and academic qualifications expected within the context of the study. Table 5 provides a
breakdown of the job positions held by respondents in the study, showing that supervisors or team leaders
constitute the largest group at 54%, followed by frontline workers or staff at 30%, and executive management
at 12%. Additionally, a small proportion categorized under "Others" accounts for 8% of the respondents. This
distribution indicates a diverse representation across hierarchical levels within the organization, ensuring
varied perspectives and insights into the impact of leadership styles on employee engagement in the Nigerian
oil and gas industry.
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Figure 4:
Test of hypothesis

Hypothesis 1: There is a significant positive effect of transactional leadership style on employee engagement
in the Nigerian oil and gas industry.

Table 6 Model Summary

Model R R Square Adjusted R Square Std. Error of the Estimate

1 .560* | .314 .307 45271

a. Predictors: (Constant), Transformational

The regression model shows that the predictors (independent variables) explain 31.4% of the variance in
employee engagement (R Square = 0.314). This indicates a moderate level of explanation of the variability in
employee engagement by the transactional leadership style.

Table 7 Anova

Model Sum of Squares df Mean Square F Sig.
1 Regression 9.188 1 9.188 44.831 | .000°
Residual 20.085 98 205
Total 29.273 99

a. Dependent Variable: Engagement

b. Predictors: (Constant), Transformational

The ANOVA table indicates that the regression model is statistically significant (F(1, 98) = 44.831, p < .001).
This suggests that the transformational leadership style significantly predicts employee engagement in the
Nigerian Oil and Gas industry.
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Table 8: Coefficients

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta
1 (Constant) 2.042 311 6.559 .000
Transformationa | .540 .081 560 6.696 .000
I
a. Dependent Variable: Engagement

Normal P-P Plot of Regression Standardized Residual
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The intercept is 2.042, which represents the estimated mean level of employee engagement when the
transactional leadership style is zero. The coefficient for transformational leadership style is 0.540. This
indicates that for every one-unit increase in transformational leadership style (assuming it is measured on a
standard scale), employee engagement is predicted to increase by 0.540 units.

The standardized coefficient (Beta) for transformational leadership is 0.560, indicating a strong positive
relationship with employee engagement.

The equation for the regression model is expressed as:
Y=B0+ X+ ¢

Y=2.042+ 0. 540X

Where;

Y = Employee Engagement
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X = Transformational Leadership
B0 = Constant

B = Regression Coefficient

€= Error Term

Decision

The findings accept Hypothesis 1, suggesting a significant positive effect of transformational leadership style
on employee engagement in the Nigerian Oil and Gas industry. Specifically, higher levels of transformational
leadership are associated with higher levels of employee engagement. The statistical significance (p < .001)
further strengthens the confidence in this relationship. This analysis underscores the importance of
transformational leadership in influencing and enhancing employee engagement within this specific industry
context.

Hypothesis 2: There is a significant positive influence of transactional leadership style on employee
engagement in the Nigerian Oil and Gas industry.

Table 9 Model Summary

Model R R Square Adjusted R Square Std. Error of the Estimate

1 .536% .288 .280 46126

a. Predictors: (Constant), Transactional

The analysis of Hypothesis 2, which proposes a significant positive influence of transactional leadership style
on employee engagement in the Nigerian Oil and Gas industry, reveals compelling findings. The regression
model indicates that the transactional leadership style significantly predicts employee engagement, as
evidenced by the standardized coefficient (Beta) of 0.536 (p < .001). This suggests that for every one-unit
increase in transactional leadership behaviour, there is a corresponding increase in employee engagement by
0.536 units. The model summary shows an R Square of 0.288, indicating that 28.8% of the variance in
employee engagement can be explained by the transactional leadership style.

Table 10 ANOVA?
Model Sum of Squares | df Mean Square | F Sig.
1 Regression | 8.422 1 8.422 39.587 .000°
Residual 20.850 98 213
Total 29.273 99

a. Dependent Variable: Engagement

b. Predictors: (Constant), Transactional

The ANOVA results are highly significant (F = 39.587, p < .001), suggesting that the regression model with
transactional leadership as a predictor fits the data significantly better than the intercept-only model. This
reinforces the hypothesis that transactional leadership indeed has a positive impact on employee engagement
within the Nigerian oil and gas industry.
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Table 11 Coefficients
Model Unstandardized Standardized | t Sig.
Coefficients Coefficients
B Std. Error Beta
1 (Constant) 1.627 .396 4.104 .000
Transactional 693 110 536 6.292 .000
a. Dependent Variable: Engagement

Normal P-P Plot of Regression Standardized Residual

Dependent Variable: Engagement

0.8

0.6

Expected Cum Prob

0.2

0.0 T T T
i} 0z 04 06 08 10

Ohserved Cum Prob

The coefficients table further supports this, with the transactional leadership coefficient (B = 0.693, p < .001)
indicating a strong positive relationship with employee engagement. The intercept (Constant) also shows
significance (B = 1.627, p < .001), suggesting a baseline level of engagement when transactional leadership
behaviours are absent.

The equation for the regression model is expressed as:

Y=B0+ X+ ¢

Y=1.627 + 0. 693X

Where;

Y = Employee Engagement

X = Transactional Leadership

B0 = Constant
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B = Regression Coefficient
€= Error Term
Decision

These results provide robust empirical acceptance of Hypothesis 2, indicating that transactional leadership
style plays a pivotal role in enhancing employee engagement in the context of the Nigerian Oil and Gas
industry. These findings underscore the importance of transactional leadership practices in fostering a more
engaged workforce within this sector, thereby contributing to organizational effectiveness and performance.

Hypothesis 3: There is a significant negative influence of laissez-faire leadership style on employee
engagement in the Nigerian Oil and Gas industry.

Table 12 Model Summary

Model R R Square Adjusted R Square Std. Error of the Estimate

1 .245% | .060 .050 .52989

a. Predictors: (Constant), Laissez-faire

The analysis presented in the data examines the hypothesis that there is a significant negative influence of
laissez-faire leadership style on employee engagement within the Nigerian Oil and Gas industry. The
regression model summary indicates that the model accounts for a small but statistically significant proportion
of the variance in employee engagement (R Square = 0.060, Adjusted R Square = 0.050, F (1, 98) = 6.253, p =
0.014). This suggests that the inclusion of laissez-faire leadership as a predictor contributes significantly to
explaining the variability in employee engagement scores.

Table 13 ANOVA?
Model Sum of Squares | df Mean Square | F Sig.
1 Regression 1.756 1 1.756 6.253 .014P
Residual 27.517 98 281
Total 29.273 99

a. Dependent Variable: Engagement

b. Predictors: (Constant), Laissez-faire

The ANOVA results further support the regression findings, indicating that the regression model is statistically
significant (F(1, 98) = 6.253, p = 0.014). This suggests that the variance explained by the model is unlikely to
be due to chance alone.

Table 14 Coefficients

Model Unstandardized Standardized | t Sig.
Coefficients Coefficients
B Std. Error Beta
1 (Constant) 4.451 148 30.070 .000
Page 2733

www.rsisinternational.org


https://rsisinternational.org/journals/ijriss/
https://rsisinternational.org/journals/ijriss/
http://www.rsisinternational.org/

INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (1JRISS)
ISSN No. 2454-6186 | DOI: 10.47772/1JRISS [Volume V111 Issue XII December 2024

Laissez-faire | -.164 .066 -.245 -2.501 .014

a. Dependent Variable: Engagement

Mormal P-P Plot of Regression Standardized Residual

Dependent Variable: Engagement

1.0

0.8
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0.4 ap
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Specifically, the regression coefficient for laissez-faire leadership (Beta = -0.245, p = 0.014) indicates a
negative relationship with employee engagement. This means that higher levels of laissez-faire leadership are
associated with lower levels of employee engagement among respondents in the Nigerian Oil and Gas
industry.

The equation for the regression model is expressed as:
Y=B0+ pX+ ¢

Y=4.451+-0. 164X

Where;

Y = Employee Engagement

X = Laissez-faire Leadership

B0 = Constant

B = Regression Coefficient

&= Error Term

Decision

While the model explains a modest amount of variance in employee engagement, the statistically significant
negative coefficient for laissez-faire leadership supports the hypothesis that this leadership style has a
detrimental effect on employee engagement within this specific sector. These findings underscore the
importance of active and engaged leadership practices in fostering higher levels of employee engagement,
particularly in industries characterized by complexity and high-performance demands like the Nigerian Oil and
Gas sector.
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DISCUSSION

This study systematically examines how transformational, transactional, and laissez-faire leadership styles
influence employee engagement, providing a nuanced understanding of these dynamics in a complex and
critical sector of the Nigerian economy. The findings underscore the importance of leadership in shaping
employee engagement levels, with each leadership style exhibiting distinct impacts. Analyzing these
relationships reveals how the study contributes valuable insights into effective leadership practices that can
enhance employee motivation, satisfaction, and overall organizational performance.

Transformational Leadership and Employee Engagement

The results of the analysis provide strong evidence supporting Hypothesis 1: There is a significant positive
effect of transformational leadership style on employee engagement in the Nigerian Qil and Gas industry. The
model summary reveals that transformational leadership explains a substantial portion of the variance in
employee engagement, with an R Square of 0.314. This means that approximately 31.4% of the variability in
employee engagement can be attributed to transformational leadership, which indicates a moderate level of
explanation. The ANOVA results further reinforce the significance of this finding. The regression model is
statistically significant (F(1, 98) = 44.831, p < .001), indicating that the transformational leadership style
significantly predicts employee engagement. This high level of statistical significance suggests that the
observed relationship is unlikely to be due to chance and underscores the robustness of the model. Examining
the coefficients, we find that the intercept (B0) is 2.042, which represents the baseline level of employee
engagement when transformational leadership is absent. The regression coefficient for transformational
leadership (B) is 0.540, indicating that each unit increase in transformational leadership corresponds to a 0.540-
unit increase in employee engagement. The standardized coefficient (Beta) of 0.560 signifies a robust positive
correlation exists between employee engagement and transformational leadership. The regression equation
derived from the model is:

\['Y = 2.042 + 0.540X \]

where \( Y \) represents employee engagement and \( X \) represents the transformational leadership score.
This equation succinctly captures the predictive power of transformational leadership on employee
engagement. These findings align with the existing literature of scholars such as Avolio, Bass, and Jung (1999)
and Andreetta (2011), who also emphasizes the influence of transformational leadership in fostering a
motivated and engaged workforce. Transformational leaders, through behaviors such as Idealized influence,
intellectual stimulation, inspirational motivation, and personalized attention all combine to produce a work
atmosphere where staff members feel appreciated, inspired, and dedicated to their jobs (Bass & Avolio, 1994).
This leadership style is particularly effective in dynamic and complex environments like the Nigerian Oil and
Gas industry, where fostering a high level of employee engagement is critical for organizational success and
sustainability (Walumbwa et al., 2008). The significant positive relationship between transformational
leadership and employee engagement highlights the fundamental function leadership plays in enhancing
workforce performance in the Nigerian Qil and Gas sector. It recommends that businesses in this sector make
investments in leadership development initiatives that foster transformative leadership qualities to boost
employee engagement, which in turn can lead to higher productivity, better job satisfaction, and lower turnover
rates. As such, the acceptance of Hypothesis 1 underscores the need for transformational leadership in driving
employee engagement within the Nigerian oil and gas industry. This research offers insightful information to
policymakers and organizational executives who want to improve worker engagement and, consequently,
organizational performance in this pivotal sector.

Transactional Leadership and Employee Engagement

The analysis of Hypothesis 2 reveals significant and compelling findings that support the hypothesis. The
regression model indicates that the transactional leadership style significantly predicts employee engagement,
evidenced by the standardized coefficient (Beta) of 0.536 (p < .001). This suggests that for every one-unit
increase in transactional leadership behavior, there is a corresponding increase in employee engagement by
0.536 units. The model summary shows an R Square of 0.288, indicating that 28.8% of the variance in
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employee engagement can be explained by the transactional leadership style. This is a substantial proportion,
highlighting the critical role of transactional leadership in enhancing employee engagement within the
Nigerian Oil and Gas industry. The ANOVA results further substantiate these findings, showing a highly
significant F-value (F = 39.587, p < .001). This indicates that the regression model with transactional
leadership as a predictor fits the data significantly better than an intercept-only model, reinforcing the
hypothesis that transactional leadership has a positive impact on employee engagement. The significant F-
value demonstrates that the model's explanatory power is robust and not due to random chance. From the
coefficients table, the transactional leadership coefficient (B = 0.693, p < .001) further supports the hypothesis,
indicating a strong positive relationship with employee engagement. The significant intercept (B = 1.627, p <
.001) suggests a baseline level of engagement even when transactional leadership behaviors are absent. This
baseline engagement could be attributed to other factors within the organizational environment but is notably
elevated by the presence of transactional leadership practices. The equation for the regression model is
expressed as:

\[Y = 1.627 + 0.693X ]

Where:

-\(Y'\) = Employee Engagement
-\( X'\) = Transactional Leadership
-\(\beta_0\) = Constant

- \('\beta \) = Regression Coefficient

These results provide robust empirical support for Hypothesis 2, indicating that the transactional leadership
style plays a pivotal role in enhancing employee engagement in the context of the Nigerian Oil and Gas
industry. This discovery, which supports that of Podsakoff et al. (1990) underscores the importance of
transactional leadership practices, such as contingent reward and active management by exception, in fostering
a more engaged workforce. This explains why Devi and Narayanamma (2016) asserted that engaged
employees are likely to be more productive, innovative, and committed, contributing to organizational
effectiveness and performance. The significant positive influence of transactional leadership on employee
engagement suggests that leaders who clearly define roles, provide rewards for meeting objectives, and
actively monitor and correct deviations from standards can effectively boost employee engagement. This
insight is particularly valuable for the Nigerian Oil and Gas industry, where leadership styles that enhance
engagement can lead to improved job satisfaction, higher productivity, and better overall organizational
performance. These findings contribute to the broader organizational management literature by highlighting
the specific impacts of transactional leadership in a critical economic sector.

Laissez-faire Leadership and Employee Engagement

The analysis conducted to test this hypothesis has yielded significant insights into the dynamics of leadership
and employee engagement within the Nigerian Oil and Gas industry. The regression model summary reveals
that laissez-faire leadership accounts for a small but statistically significant portion of the variance in employee
engagement (R Square = 0.060, Adjusted R Square = 0.050). This indicates that approximately 6% of the
variation in employee engagement can be attributed to the laissez-faire leadership style, which is statistically
significant (F(1, 98) = 6.253, p = 0.014). The ANOVA results further confirm the significance of the
regression model, with a p-value of 0.014, which is well below the conventional threshold of 0.05. This
reinforces the conclusion that the observed relationship between laissez-faire leadership and employee
engagement is unlikely to be due to random chance. Also, the unstandardized regression coefficient for laissez-
faire leadership is -0.164 with a standard error of 0.066, leading to a t-value of -2.501 and a p-value of 0.014.
The negative coefficient indicates that as the degree of laissez-faire leadership increases, the level of employee
engagement decreases. The standardized coefficient (Beta) of -0.245 signifies a moderate negative relationship
between these variables. The regression equation derived from the analysis is:
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\[Y = 4.451 - 0.164X \]

where \( Y \) represents employee engagement and \( X \) represents laissez-faire leadership. This equation
implies that for every unit increase in laissez-faire leadership, employee engagement decreases by 0.164 units.
These findings are critical for the Nigerian Oil and Gas industry, which is characterized by its complexity and
the necessity for effective leadership to navigate its multifaceted challenges. The negative impact of laissez-
faire leadership on employee engagement underscores the need for more proactive and involved leadership
styles. The Negative correlations between laissez-faire leadership styles and employee engagement also align
with Abasilim et al. 2018, Dariush et al. (2016), and Yasir et al. (2016) findings. Moreover, in an industry
where employee motivation and engagement are crucial for operational efficiency and innovation, the study
gives a glimpse of the possibility of detrimental effects of a hands-off leadership approach which can hinder
organizational performance and sustainability. The modest amount of variance explained by the model
suggests that while laissez-faire leadership is an important factor, there are other significant variables affecting
employee engagement that need to be explored. Nevertheless, the statistically significant negative coefficient
for laissez-faire leadership supports the hypothesis and highlights the adverse consequences of this leadership
style on employee engagement within this context. As such, the findings advocate for a shift towards more
active and engaged leadership practices in the Nigerian Oil and Gas sector. Such a shift could enhance
employee satisfaction, retention, and overall organizational performance, contributing to the sector's stability
and growth. These insights provide a valuable foundation for developing leadership training and development
programs aimed at fostering a more engaged and motivated workforce.

CONCLUSION

This study has provided an in-depth analysis of the research findings about the effects of various leadership
philosophies on worker engagement in Nigeria's Oil and Gas sector. The results of the analysis demonstrate
that transformative leadership significantly raises employee engagement and accounts for a large amount of the
variation in engagement levels. Transactional leadership also positively influences employee engagement,
highlighting the importance of reward-based and corrective actions in fostering a motivated workforce.
Conversely, laissez-faire leadership negatively affects employee engagement, underscoring the detrimental
impact of a hands-off leadership approach in this complex and dynamic sector. The findings underscore the
critical role of effective leadership in enhancing employee engagement, which is essential for organizational
success and sustainability in the Nigerian oil and gas industry. By providing empirical evidence on the
influence of various leadership styles, this chapter offers valuable insights for organizational leaders and
policymakers aiming to improve workforce engagement and performance. The implications of these findings
extend beyond the Nigerian oil and gas sector, contributing to the broader literature on leadership and
employee engagement.
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