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Abstract 
 

Transformational leadership has gained a great deal of attention since its development through 

research and evaluations from James MacGregor Burns and Bernard Bass. But central to its 

development, there are still uncertainties regarding the attributes and interventions of 

transformational leadership style in developing nations like Nigeria. Hence, this article presented 

an integrated datasets on transformational leadership attributes, employee satisfaction and 

engagement using selected Fast Moving Consumer Goods (FMCGs) firms in Nigeria. The study 

adopted a descriptive research design to establish trends and the quantitative approach was 

employed using survey questionnaire. A sample size of three hundred and fifty-nine (359) staff and 

management of sampled firms were selected. Data was analysed with the use of measurement 

and structural equation modelling and the field data set is made widely accessible to 

enable critical or a more comprehensive investigation. The findings identified intellectual 

stimulation (creativity and innovation) and attributed charisma as predictive determinants of 

transformational leadership attributes for increased satisfaction and engagement of sampled firms. 

It was recommended that FCMGs firms need to invest necessary resources in developing strategies 

and interventions to identify differing needs, abilities, and aspirations for staff satisfaction.  
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Introduction  

Transformational leadership is no longer a new topic in leadership and change 

management but despite the attention paid to the practice, organisations still fail to 

understand and explain how leaders can encourage, inspire and motivate employees to 

innovate and create change that will help grow and shape the future success of the 

organisations. The theoretical, methodological as well as practical gaps churned out from 

extant literature are more applicable to the developed and transitional economies. 

Unfortunately, studies focusing on the contextual and organizational variables in 

developing economies, such as Nigeria, are still scarce. Hence, this paper adds to 

knowledge in the area of leadership research as it investigates leadership transformational 

attributes on employee satisfaction and engagement across hierarchical levels in Nigeria. 

This research broadens the scope of previous research and provides a more detailed 

examination of transformational leadership attributes by exploring the five traits –- 

Idealized influence (II), Inspirational motivation (IM), Intellectual stimulation (IS), 

Individualized consideration (IC) and Attributed charisma (AC) as presented in Table 1. 



   Specification Table 

Subject area Business Management  

More Specific Subject Area:   Strategic Leadership 

Type of Data Primary data 

How Data was Acquired Through questionnaire 

Data format Raw, analyzed, Inferential statistical data  

Experimental Factors The researcher-made questionnaire which contained 

data on transformational leadership attributes, employee 

satisfaction and engagement using selected FMCGs 

firms  

Experimental features This paper contributes to the shift in focus by exploring 

the contextual impact of employee satisfaction as a 

moderating variable on transformational leadership and 

employee engagement across hierarchical levels of 

sampled firms 

Data Source Location Lagos, Nigeria 

Data Accessibility Data is included in this article 

 

Value of Data 

o The data can be used to explain how managers and their followers can properly raise 

one another to higher levels of morality and motivation. 

o The data can be used to enlighten managers on the importance of motivating 

subordinates to produce superior performance without any form of coercive authority/ 

power 

o The data provides ample knowledge on how different transformational leadership 

attributes would in turn lead to job satisfaction and engagement 

o The data described in this article is made widely accessible to facilitate critical or 

extended analysis. 

 

1. Data  

The study is quantitative in nature and data were retrieved from staff and management of 

sampled firms. The questionnaire was divided into two (2) sections. An extensive list of 

items in the questionnaire was developed to understand the nature and the type of 

transformational leadership style practiced by the sampled firms. The first section (A) 

captures the demographic characteristics of the population, section B focused on questions 

to measure each specific objectives of the study.  The questionnaire was structured, with 

both close and open-ended questions in order to get free expression of ideas among the 

respondents.  

Of the 400 copies of questionnaire that were sent to the selected FCMG firms, 359 of these 

staff participated in the survey representing a response rate of 89%. To achieve this 

response rate, several follow-up attempts were made to increase participation in the 

research. These included personal phone calls, as well as sending follow-up emails to the 

leaders asking for participation. The data generated from questionnaire were checked for 

completeness and was later converted and processed into useful information. The 



quantitative survey posed closed questions with the answer options provided. First, the 

responses were given numerical codes using a code book. Second, codes were translated 

into a computer readable material called the “coding sheet”. From the coding sheet; the 

data were analysed with the aid of the Statistical Package for Social Sciences (SPSS), 

version 22. 

To avoid confusion or problem of interpretation by the respondents, the questionnaire were 

prepared in a simple and clear language to avoid ambiguity (see Appendix). Table 1 

describes the Four I’s and One A— leaders who display transformational leadership 

behaviours and traits as indicated by MacGregor Burns & Bernard Bass. 

Table 1: A display of transformational leadership behaviours and traits 

 

Idealized Influence 

(II) 

• Instil pride in followers (charismatic)  

• Goes beyond their self-interest for the greater good of the organization  

• Displays a sense of power and confidence  

• Talk about their most important values and beliefs  

• Emphasize collective mission  

 

Inspirational 

Motivation  

(IM) 

• Talk optimistically about future  

• Articulate a compelling vision for the future  

• Talk about what needs to be accomplished; express confidence that goals 
will be achieved  

• Creates exciting image of what is essential to consider  

• Encourages team-spirit, general enthusiasm  
 

Intellectual 

Stimulation  

(IS) 

• Seeks differing perspectives  

• Gets others to look at problems from differing angles  

• Encourage non-traditional thinking  

• Suggest new ways of looking at completing assignments  

• Re-examine critical assumptions  

 

Individualized 

Consideration  

(IC) 

 

• Spend time coaching and teaching followers  

• Promote self-development  

• Treat team members as individuals  

• Identify differing needs, abilities, and aspirations for team members  

• Listen to others’ concerns  

• Help develop others’ strengths  

 

Attributed 

Charisma  

(AC) 

• Attract followers and inspires people to action 

• Initiate and maintain a significant level of change in the organization 

• Behave in a mature and responsible manner on all occasions. 

• Place a lot of value and have the ability to truly listen to employees.  

• Motivate subordinates to produce superior performance without the use 

of formal authority or power 

• Inspire and enthuse their subordinates through their articulation of an 

organisational vision 
 

The decision to elicit information from the employees and the management group was 

based on the fact that while employees were often in the best position to describe their 

leaders’ traits and behaviours; it is also crucial to investigate these practices from the 

perceptions of the managers. This shows that the samples were diverse and it can be 

concluded that non-response bias will not significantly affect the generalizability of the 



study findings. The analysis was also carried out to identify the attributes/benefits 

influencing transformational leadership attributes in the sampled firms. 

During the data collection stage, demographic variables age, experience, and education 

were all coded, or scaled, so that the numbers shown do not reflect actual numbers. The 

scales used to code each of these variables is shown in Table 2.  

Table 2: Demographic variable measurements  

Value Education Experience Age    Marital Status Gender 

1 No formal education < 1 year < 20year Single Male 

2 Primary education 1-5 years 21-30 years Married female 

3 Secondary education 6-10 years 31-40 years Divorced  

4 BSc./HND > 10 years > 40 years Separated  

5 MSc./MEd.     

6 PhD.     
 

Figure 1 illustrates how the moderating variable in this study may influence the 

engagement of employees in the selected Fast Moving Consumer Goods. In other words, 

the employee satisfaction was analyzed to evaluate if any of them changed the relationship 

between transformational leadership attributes and the engagement of employees over time 

as presented in Figure 1. 

 

Indicators GFI CFI NFI IFI CMIN/DF RMSEA 

Benchmark ≥ 0.90 ≥ 0.90 ≥ 0.90 ≥ 0.90 ≤ 3.00 ≤ 0.08 

Result .947 .971 .965 .939 2.728 0.055 

 

The data met the conditions of basic assumption in SEM analysis. The result indicates that 

there are varying explanations for the dependent variables. As recommended by 

MacGregor Burns & Bernard Bass, five measures and MLQ-5X subscales were used to 

calculate the score for each individual. These measures were identified as Idealized 

Influence (II), Inspirational Motivation (IM); Intellectual Stimulation (IS); Individualized 



Consideration (IC); and Attributed Charisma (AC). Factor loading was conducted to ensure 

the validity and reliability of the research items as presented in Table 3.   

Table 3: Factor Loadings of the Research Items 

Measurement Loading Indicator 

Reliability 

Error  

Variance 

Compose 

Reliability 

Ave. Variance 

Estimated 

 > 0.7  < 0.5 > 0.8 > 0.5 

Transformational Leadership Style 

Idealized Influence (Purpose Driven) 

II1 0.817 0.6675 0.3325 

0.9049 

0.7043 

 II2 0.823 0.6773 0.3227 

II3 0.898 0.8064 0.1936 

II4 0.816 0.6659 0.3341 

Inspirational Motivation (Encouragement and Rewards) 

IM1 0.861 0.7413 0.2587 

0.8722 

 

 

 

0.6318 

IM2 0.831 0.6906 0.3094 

IM3 0.777 0.6037 0.3963 

IM4 0.701 0.4914 0.5086 

Individualized Consideration (People Driven) 

IC1 0.853 0.7276 0.2724 

0.8608 

 

 

 

0.6105 

IC2 0.646 0.4173 0.5827 

IC3 0.871 0.7569 0.2431 

IC4 0.735 0.5402 0.4598 

Intellectual Stimulation (Creativity And Innovation) 

IS1 0.908 0.8245 0.1755 

0.9412 

 

 

 

0.8002 

IS2 0.916 0.8391 0.1609 

IS3 0.841 0.7073 0.2927 

IS4 0.911 0.8299 0.1701 

Attributed Charisma (AC) 

AC1 0.759 0.5761 0.4239 

0.9086 

 

 

 

0.7143 

AC2 0.803 0.6448 0.3552 

AC3 0.902 0.8136 0.1864 

AC4 0.907 0.8226 0.1774 
 

 

2. Experimental Design, Materials and Methods 

Based on the definite population sample determination formula stated in the sampling 

techniques section, a total of 359 copies of questionnaire were planned for distribution. A 

total of 359 out of 400 staff and leaders of the sampled FCMGs firms participated in the 

current study, accounting for 89%. The decision to explore the attitudes of both the 

employees and the management group on transformational leadership attributes, employee 

satisfaction and engagement was based on the fact that while employees were often in the 

best position to describe the real attributes of their managers/leaders/supervisors; it is also 

crucial to investigate these practices from the perceptions of the managers.  

The data generated through quantitative approach involved the use of structured 

questionnaire. Overall, the survey instrument has a total of twenty-one 21 questions, 

divided into two broad sections; Section A (1-6) contains basic socio-demographic 

questions of age, sex, age, ethnicity, religion etc. while Section B (7-21) covers questions 



relating to transformational leadership attributes and these items in the questionnaire were 

adopted based on the works of [3], [7], [8], [9], [10], and [12].  

For the purpose of efficiency and thoroughness two field assistants were recruited and 

trained. The training helped the research assistants to familiarize themselves with the 

research instrument and objectives of the study before going to the field. This also helped 

the researcher to make sure that they understand all the questions in the questionnaire, so 

as to minimize error and enhance the quality of data collected. The training enabled them 

acquire skills and helped them to effectively interact with the respondents.  

Each questionnaire was checked on the spot to ensure that they were properly filled. 

Transformational leadership practices were measured using items adapted from previous 

studies. The study used a between-groups design with 7 dependent variables. These 

variables were - Attributed charisma (AC), Idealized influence (II), Inspirational 

motivation (IM), Intellectual stimulation (IS), Individualized consideration (IC), 

Transformational leadership (TFL) (a composite of the preceding five variables), 

Employee satisfaction (ES) and engagement (EE). All of these variables reflected scales in 

the MLQ. It is vital that the MLQ yields an accurate and unbiased assessment of leaders on 

the various leadership dimensions. 

Questionnaire for the study were sorted and those that were not properly filled were 

removed.  To minimize errors, data from questionnaire were coded so as to pave way for 

editing of data before the use of SPSS-Statistical package for Social Sciences-software.  

The demographic data presented information based on gender, age, education and 

experience as well as questions related to transformational leadership attributes, employee 

satisfaction and engagement. There was a meaningful relationship among transformational 

leadership attributes, satisfaction and engagement of staff in the selected firms.  

The type of scales of measurement (nominal, ordinal and scale) and the questionnaire 

format (close and open ended questions) necessitates the statistical analysis at univariate, 

bivariate and multivariate levels and with the aid of the Statistical Package for the Social 

Sciences (SPSS v22.0). Univariate analysis was carried out through descriptive statistics of 

frequency and percentages while bivariate and multivariate analysis were achieved through 

the measurement model and structural model. 

This study revealed that transformational leadership attributes (TLA) has significant and 

positive impact on job satisfaction and engagement. By fostering an atmosphere of 

reassurance, managers and supervisors need to tie the vision to a strategy for its 

achievement and develop a challenging and attractive vision, together with the employees. 

Hence, this present study has extensive implications for both the managers, employees, 

government, educators and researchers in this regard. To this end, the data presented in this 

article is imperative for more comprehensive investigation. The researchers ensured that 

respondents were well informed about the background and the purpose of this research and 

they were kept abreast with the participation process. All persons and organizations 

relevant to study objectives and having relevant information and data were consulted and 

necessary clearances were formally sought. Respondents were offered the opportunity to 

stay anonymous and their responses were treated confidentially. 
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RESEARCH QUESTIONNAIRE  

Department of Business Management,  

Covenant University P.M.B.1023, Ota, Ogun State. 

  

Dear Respondent,    

We are researchers from the above named institution conducting a research on “Transformational 

Leadership Attributes and Employee Engagement: The Moderating role of Job Satisfaction. 

Kindly respond appropriately to each section of the questionnaire. Feel free to give your sincere 

opinion and feelings as demanded by each question.  Your response will be kept in absolute 

confidence. It is purely for academic purpose.   

Thank you.   

   

SECTION A: SOCIO DEMOGRAPHIC CHARACTERISTICS OF RESPONDENTS  

Instruction: Kindly tick (  ) and fill where applicable.  
  

1. Name of Firm/Organisation: _______________________________________________ 

2. Gender:     Male (    )  Female (     )  

3. Marital status:  Single (  )   Married (  )    Divorced (  ) Divorced  (  ) Separated  ( ) 

4. Age:  < 20year ( )  21-30 years ( )  31-40 years  (  ) > 40 years ( ) 

5. Years of Service/Experience: < 1 year ( )  1-5 years ( ),  6-10 years  (  ) > 10 years ( )   

6. Highest Educational Qualification: No formal Education ( ) Primary Education ( ) 

Secondary education ( )   Bachelor’s Degree (  )   Master’s Degree (  )   Ph.D (   ) 

 

SECTION A: Transformational Leadership Attributes  

Instruction: Please indicate on a scale of 1 to 5; If you Strongly Agree (SA), for instance, tick 1, 

or if you Strongly Disagree (SD), please tick 5. We are interested in the number that best shows 

your views. 

    Items   SA   A   U   D   SD   

Leaders in my organisation: 

Q1  go out of the way to make others feel good to be around me 1   2   3   4   5   

Q2  help others with their self-development. 1   2   3   4   5   

Q3  help others to understand my visions through the use of tools, such as 

images, stories, and models 

1   2   3   4   5   

Q4  ensure others get recognition and/or rewards when they achieve difficult 

or complex goals 

1   2   3   4   5   

Q5  let others work in the manner that they want 1   2   3   4   5   

Q6  have an ever-expanding network of people who trust and rely upon me 1   2   3   4   5   

Q7  provide challenges for my team members to help them grow 1   2   3   4   5   

Q8  use simple words, images, and symbols to convey to others what we 

should or could be doing  

          

Q9 manage others by setting standards that we all agree with      



Q10 rarely give direction or guidance to others if I sense they can achieve their 

goal 

     

Q11 consistently provide coaching and feedback so that my team members 

know how they are doing 

     

Q12 People listen to my ideas and concerns not out of fear, but because of my 

skills, knowledge, and personality 

     

Q13 provide an empathic shoulder when others need help      

Q14 help others with new ways of looking at new and complex ideas or 

concepts.  

     

Q15 ensure poor performance is corrected      

Q16 monitor all projects that I am in charge of to ensure the team meets it 

goal.  

     

Q17 promotes others to share ideas      

Q18 challenges others to try new ideas      

Q19 gives ethical consideration to actions      

Q20 promotes attainment of the vision      
  

 

Specific Attributes of Transformational Leadership 
 

This section focuses on the specific attributes of transformational leadership in your organisation. 

To the best of your knowledge. Please circle the number or point that represents your view. 
 

   ITEMS  Lowest 100%  

1-20%  

Lower 100% 

21-40%  

Middle 100% 

41-60%  

Close 100% 

61-80%  

Top 100%  

81-100%   

1   Ability to develop a vision 1   2   3   4   5   

2   Ability to develop others  1   2   3   4   5   

3   Ability to support others  1   2   3   4   5   

4   Ability to take sensible risk 1   2   3   4   5   

5   Giving ethical consideration 1   2   3   4   5   

6   Ability to prepares for 

change 

1   2   3   4   5   

7 Promoting idealization of 

leader 

     

 

SECTION B: Employee Satisfaction (ES) 
 

    Items   SA   A   U   D   SD   

Q1   I feel encouraged to come up with new and better ways of doing things. 1   2   3   4   5   

Q2  My work gives me a feeling of personal accomplishment. 1   2   3   4   5   

Q3  The firm does an excellent job of keeping employees informed about matters 

affecting us. 

1   2   3   4   5   

 

 

SECTION C: Employee Engagement (EE) 
 

    Items   SA   A   U   D   SD   

Q1  My job makes good use of my skills and abilities. 1   2   3   4   5   

Q2  My firm gives a clear understanding of my career or promotion path 1   2   3   4   5   

Q3  My firm encourages the need to balance work and our personal life in order 

to be productive  

1   2   3   4   5   




