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Sensitivity: This is also called social awareness 
of least importance is sensitivity. In this research, this 
category entails behaviours showing that the commander 
of the aircraft is sensitive and aware of social relations 
in existence within and outside the crew’s environment. 
Initial structure and consideration was assumed to be two 
independent dimensions of behaviour; this reflects that a 
leader with high performance in one may not be low in 
the other. Based on this, four leadership styles were of 
priority;

i. low consideration and low initiating structure
ii. High consideration and high initiating  structure
iii. low consideration and high initiating structure
iv. High consideration and low initiating structure.
Based on the number of studies conducted at Ohio 

State University and other places to evaluate the effects 
of these four styles on subordinate’s performance and 
satisfaction, no individual leadership style emerged 
as being suitable for all. The high consideration and 
high initiating structure was evaluated to result to high 
satisfaction and performance more than often than 
any other one. Though, dysfunctional consequences 
accompanied these positive outcomes in other studies. 
According to Hogg (2004), his superior could negatively 
relate consideration to performance rating of the 
leader, while in another; initial structure could decrease 
subordinate satisfaction and increase misunderstanding. 
Based on this,  display of structured and highly 
considerate behaviour could result positive organizational 
performance, this may not happen in all cases. Therefore, 
the effect of initiating structure and consideration may be 
situation specific.

As offered by the explanations above, the studies 
from Ohio State University shows that consideration 
and initial structure are primary behaviour displayed by 
those in leadership positions. However, some criticized 
them because the studies failed to show clearly how 
these behaviours relate to subordinate’s performance 
and satisfaction in situation such as different situations 
in which the leader may find him or her. May be a better 
approach is to evaluate the leadership styles initially 
identified against the major contribution they make. This 
will define and describe the behaviour and duties of the 
leaders.

THE MICHIGAN STUDIES
likert (1967) explained that Michigan researchers 
conducted their first research on clerical workers in an 
insurance organization. The results obtained from the 
research did not show any statistical significance, their 
ideas were to give broader goals to work and allow 
them more opportunity in determining the manner of 
accomplishing their tasks.

In view of this, they were said to be more concerned 
with their subordinates and their supervision tend to 

develop them for advancement and demonstrated concerns 
for personal gains. Based on these four major factors 
as were identified by Michigan researchers to influence 
employee’s performance and satisfaction.

Differentiation of supervisor’s role: Managers or 
supervisors of effective group always perform the top 
roles while they leave the production or other work to 
their subordinates.

Looseness of supervision: Subordinates in an effective 
group are often given adequate room to determine to 
perform their jobs or tasks.

Employee orientation: Supervisors of this type of 
group often have and show interest in their subordinates 
on individual basis.

Group relationship: No exact relationship could be 
found between morale and productivity. Probably work 
group satisfaction could affect things like absenteeism and 
turnover.

Other important results were made from the Michigan 
studies. The most important are two factors which help to 
integrate the results from Michigan studies with those of 
Ohio State University. These factors showed that while the 
results from the studies may hold in general, their level of 
application to individual situations is questionable. The 
result of the study shows that subordinates can be low or 
high on one or both dimensions and both dimensions like 
consideration and initiating structure may be independent. 
Though a few of those linked with the Michigan’s studies 
were of the opinion that the orientation of the employees 
is to production orientation at all instances.

Furthermore, the most effective subordinates in the 
manufacturing company were found to be high on both 
dimensions, which happened to be both production 
and employee oriented. On a general view, it seems 
that effective leaders demonstrate both production and 
employee orientations in different degrees, depending on 
circumstances or situation. This conclusion is congruent 
with the results from Ohio State studies as regards 
consideration and initiating structure.

In relation to looseness of supervision factor, similar 
results were obtained. Behaviours which were indicative 
of loose supervision such as occasional check-up on 
subordinate and providing opportunities to change the 
manner they perform their duties, were of importance. It 
was discovered in some studies that loose supervision was 
linked to high productivity and that close supervision was 
associated with low productivity. However, another study 
conducted in a plastic manufacturing company showed 
that close supervision might result in a quite a number of 
positive organizational performance. Their subordinates 
saw managers who took this approach as being team 
leaders and members. Considering findings such as those 
explained, it would appear that the effects of both close 
and loose supervisions are determined by situations at 
hand.
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LIKERT LEADERSHIP THEORY
likert propounded this theory, according to likert 
(1976) basic style used in categorizing task orientation 
and employee orientation were incorporated to develop 
likert’s model of management effectiveness. Based on 
this model, there are four possible leadership systems 
namely;

Exploitative and authoritative
Benevolent and authoritative
Consultative 
Participative
With respect  to  the exploi ta t ive system, the 

subordinates carry out the tasks while manager makes all 
work related decision. Managers tend to set rigid standard 
and methods for the subordinates to work with. Departure 
from this standards and methods by subordinates attract 
threats and punishments from the supervisor. The 
managers entrust little confidence in their subordinate and 
in return, the subordinates fear their supervisor and feel 
that they are inferior or different from them. Benevolent 
and authoritative style operate with the manager in control 
and issues orders, while subordinates are given some level 
of flexibility in carrying out their work, however, within 
specific limits and procedure. 

The third system is the consultative style. The 
manager set goals and target offer due consultation with 
the subordinates. Though, subordinates can take their 
own decisions on how to go about their work, however, 
high-level managers handle major decisions. Threat and 
punishment were replaced by rewards as an instrument of 
motivating subordinates. In these styles, subordinates are 
free to discuss work related issues with their managers. 
In turn the managers believe data to a large extent their 
subordinates can be trusted to carryout work with minimal 
supervision and correction. The fourth style is the 
participative style. This is the last and the most supported 
management style by likert. Goals and target the set, 
while the group makes work related decision.

This is done after incorporating the idea and suggestion 
of all group members. Therefore, set goals and decisions 
may not favour on personal or individual grounds. 
Workers are motivated with economic rewards and a sense 
of self-worth and importance, this style holds and friendly 
interaction between manager and subordinates.

In conclusion, likert’s studies shows that leaders 
in organizational departments used the first and second 
styles of management mentioned with low productivity. 
High producing departments in an organization are those 
managed through consultative and participative leadership 
style. Based on all these, likert concluded that system (IV) 
of management is the best form of management in almost 
all work situations. However, other theorists, who are of 
the opinion that no management style fit all situations, 
have opposed this assertion.

METHODOLOGY
The paper examines evaluation of leadership and 
employee’s commitment to work. The primary data 
from the study was through descriptive survey of the 
workers in relation to work commitment in Nigerian 
Bottling Company. The gross sectional study covers a 
representative sample of 69 workers/employees regardless 
of gender.

The study was conducted in one of the Beverages 
Organization in Nigeria. Simple random sampling 
technique was used to select the respondents within the 
organization, while the departments in the company was 
group into six(6) sections out of which representatives 
were chosen from the various departments to represent 
the sample size 69 questionnaires were distributed 
amongst the workers across the departments within 
the organization. The reliability of the instruments was 
conducted using simple percentage. 

STUDY AREA: BRIEF HISTORICAL 
BACKGROUND
Nigerian Bottling Company Plc, the case study was 
founded in 1951 and began operation on 1st October 
1952. The first production totaled 20 crates of Coka-Cola 
were rolled out of the first plant in Ijora, lagos State, 
Nigeria.

However, the annual financial report (2004) of the 
organization record that right from the onset solid policy 
guidelines were stipulated which till today are still parts of 
the corporate culture of the organization. Nigeria Bottling 
Company Plc remarkably got quoted in the Nigerian Stock 
Exchange and went public in September 1976, in fact, in 
the early 1980’s Nigerian Bottling Company really began 
its greatest period of growth with the opening of different 
plants across the country, presently, Nigerian Bottling 
Company has over five other plants aside the first one in 
lagos.

FINDINGS AND DISCUSSION
The socio-economic characteristic of the respondents 
are presented in table 1. The result shows that the study 
is not gender bias, over 23.2% of the respondents were 
female while more than 66% were male. The ages of the 
respondents were grouped into five categories as shown in 
table 1.

About (29%) of the respondents are between the ages 
of 18 – 29, while (44%) of the respondents are between 
30 – 40, also between the age of 41 – 50, we have 13% 
which is the lowest among the age groups in the table. 
The table shows that there was no age range between 61– 
70, meaning that the age limit is between 18 years and 
60 years. In the findings, it reveals to us that the bulk of 
the work force is still young and energetic. Therefore, 
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the most of members of the workforce are within the 
productive age. This encourages effective performance.

less than 10% of the respondents have no formal 
education, while 49% have secondary education. Also 
about 28% have primary education; about 9% have higher 
education in the study area.

Table 1 
Percentage  Di s tr ibut ion  o f  Soc io -Economic 
Background
Socio-economic characteristics                        Percentage

Gender
Male                                                                                        66%
Female                                                                        23.23%

Age Distribution
18 – 29                                                                                29%
30 – 40                                                                              44%
41 – 50                                                                              14%
51 – 60                                                                             13%
61 – 70                                                                                 0%

Education
Primary                                                                             28%
Secondary                                                                       49%
Bachelor                                                                                    9%
No formal education                                                               14%

Source: Author’s field survey

The above table has reveal the percentage distribution 
of the socio-economic characteristics of workers in 
Nigerian Bottling Company ranging from; gender, age 
distribution and educational attainment of respondents.

For more clarification, worker’s longevity are also 
considered in the study, table 2 reveals the longevity of 
staff in the organisations, the table shows that workers that 
have worked for the organisation under 1 year are (22%), 
while those that have worked for more than 2 – 5 years 
(25%) respectively, the table also reveals that (28%) of the 
respondents have worked for the organization for 3 years 
to five year. This shows that most of staff have been with 
the companies consistently and are more likely to know 
about the company’s performance.

less than 26% of the workers have free hand in 
running their section within the organization while 
74% of the workers are of the opinion that management 
intervenes in the running of the sections. On the after 
note, table 2, also reveals factors deciding when is to be 
promoted in the organization, from the table (32%) and 
(14%) workers of the staff population were of the opinion 
that promotion of staff was based in year of service and 
input to the company respectively. (7%) and (47%) of the 
sampled population respectively, were of the opinion that 
favouritism and management’s opinion respectively were 
factors used when deciding who gets promoted.

On issue of employee commitment to work evaluation 
table 2, reveals that 10 out of 69 respondents representing 
14% agree that the work commitment of their employees 
is outstanding, 25 respondents (36%) agree to the opinion 
that this commitment is average while the remaining 

34 respondents representing 50% stated that the work 
commitment of their employees is poor.

Table 2
Percentage Distribution of Workers Commitment to 
Work

                                                                                   Percentage 

longevity of staff
Under 1 year                                                                          22%
1 – 3 years                                                                                25%
3 – 5 years                                                                                28%
Over 5 years                                                                      25%

Degree of freedom
Freely                                                                                   26%
Within management intervention                                     74%

Factors deciding who to be promoted
Years of service                                                                  32%
Input to the company                                                       14%
Favouritism                                                                           7%
Management’s direction                                                       47%
Outstanding                                                                         14
Average                                                                              36
Poor                                                                                    56

Factors affecting employee’s commitment to work
lack of good equipment                                                       9%
Insufficient staff & fund                                                      4%
Autocracy & bad leadership                                              57%

lack of attention to staff opinion & welfare                    30%

Source: Author’s field survey

Table 2 also reveals that 6 respondents representing 9% 
agree that lack of good equipment is a factor against high 
work commitment. 3 respondents representing 4% choose 
insufficient staff and fund as the factors responsible for 
low commitment 39 respondents, whish represent 57% of 
the respondents representing 30% picked lack of attention 
to the staff’s opinion and welfare as a factor acting against 
high commitment to work.

CONCLUSION AND RECOMMENDATIONS
Based on the findings of the research work, it can be 
deduced that efficiency is a function of perceived reward. 
Good motivation is critical for achieving organizational 
objectives. Therefore, recognizing worker’s needs is an 
essential step to planning and motivational effort. Hence, 
every action taken by a leader stimulates a reaction in the 
employees. Therefore, the attainment of the objectives 
of Nigerian Bottling Company, Nigeria would be borne 
out of the fact that leadership recognizes the needs 
of the workers, employ appropriate motivational tool 
such as promotion of staff based on merit and skills 
provide suitable. Working environment and provide and 
appropriate leadership style that will encourage free flow 
of information among employer, superior officers and 
other employees.

Following the above discussion, the following 
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recommendation could be advance as a solution to 
improve employee’s commitment to work in Nigerian 
Bottling Company and business organizations in Nigeria 
generally. First, business organization should aspire for 
leaders who are ready to accommodate and respect their 
subordinates. The leaders of tomorrow in this area of 
study needed to compensate all staff according to their 
contributions to organization. The readiness to motivate 
and provide adequate training as well as freedom to 
use individual discretion at some specific levels by 
employees will further enhance leader’s role in business 
organizations. The future leaders in this area need to 
have realities of the world and themselves, they also need 
emotional strength to manage their own more and more a 
way of life. 

Willingness and ability to share power and control 
according to people’s knowledge and skills is also of 
necessity if their will be a bright future for leaders in this 
area of study. 

lastly, championing a course to assist employees 
meet their personal needs and aspiration by the leader 
who will enhance commitment of the employees to the 
organization. In effect, this will bring about improved 
performance, satisfaction of all partied and increase in 
bottom line of the organization.
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