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Abstract
Female participation in economic production remains a vital discourse in the public space
irrespective of the type of activity or economic jurisdiction. The Nigerian economy is not
left out as successive governments in the country have continued to encourage the
participation of women in governance, public institutions, and private sector firms. These
targeted efforts notwithstanding, there are still sectors where male dominance remains a
major issue. Prior research shows that among the reasons for not promoting females to
leadership positions include specific organizational stereotypes, ideologies, lack of
female motivation-to-lead, and societal values, and lack of role-models. Within the
Nigerian oil and gas sector, there is cultural belief that males will not be as productive or
satisfied if reporting to a female leader. Leveraging the theory of external control of
organizations (ECO), this study examined the relative effectiveness of the female leaders
operating in the Nigerian oil and gas sector with their male colleagues in enhancing
employees’ job satisfaction and productivity. The study examined employees’
perceptions of job satisfaction and productivity to compare the effectiveness of female
and male leaders using the MANCOVA statistical technique. The results show that
female leaders had significantly higher level of reported productivity, but not job
satisfaction where leader gender was not significant. The results provided positive social
change by demonstrating that the belief that female leaders will hurt productivity or
satisfaction for male employees was not supported. Instead, female leaders had more

productive employees.
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Chapter 1: Introduction to the Study
Introduction

Organizations are effective to the extent that the people in the organization remain
focused on achieving the organizational goals of providing value to its various
stakeholders. Reporting structures, work processes and procedures, which are integral
components of a functional organization, helps to delineates job functions and who
directs what, how, and where? (Pfeffer & Salancik, 2016; Rhod & Packel, 2014; Saleh,
Zaid, Shurafa, Maigoshi, Mansour, & Zaid, 2021) This scenario plays out in every
organization irrespective of the industry or sector including organizations in the oil and
gas sector. In executing these work processes and procedures, organizations would
always delegate leadership roles at various levels of the reporting structure to ensure that
its activities remain synchronized with the ultimate objective of value creation for its
stakeholders. Thus, the cognitive capabilities of the leaders become an important factor in
the organization’s value chain because their inputs remain vital in achieving a
coordinated system that points to the overriding objectives. As posited by various
scholars, leadership is about influence to get a group of people to achieve a common goal
(Glass & Cook, 2016; Northouse, 2018; Smith, Ortiz, Buhbe, & van Vugt, 2018), the
same applies in organizational settings at various reporting levels. In a bid to maximize
value, most profit-oriented organizations prefer a gender group to occupy their leadership
positions due to certain factors and considerations peculiar to the organization or sector-

wide (Dappa, Bhatti, & Aljarah, 2019; Glass & Cook, 2016).
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The gender preference for leadership positions in organizations remains a burning
issue among scholars as empirical evidence depict different outcomes with each gender-
type across various sectors and organizations (Dappa, Bhatti, & Aljarah, 2019; Schwab,
Werbel, Hofman, & Henriques, 2016; Strem, D’Espallier, & Mersland, 2014; Joshi,
2017; Paustian-Underdahl, Walker, and Woehr, 2014; Stutzman, 2017). For instance, in a
meta-analysis of empirical works on gender effect on organizational performance, Rhode
and Packel (2014) found that the results of the studies reviewed indicated mixed
performance outcomes. However, most of the results from various countries and
organizations portrayed the positive effects of having a higher proportion of the female-
gender on corporate boards. In Nigeria, a study conducted by the Nigerian Women in
Business (2012) group showed that Nigerian companies remain male-dominated as of
women contribute only 10.5 per cent leadership positions. The study, however, showed
that companies in the oil and gas sector were among the top companies that had a higher
proportion of females in their corporate boards. In terms of impact, using the data from
publicly listed companies in Nigeria, Akpan and Amran (2014), however, found that
female presence in the boards of these companies had negative effects on performance.
The findings from Akpan and Amran contradicted an earlier study by Oba and Fodio
(2013), which found a positive effect of female leaders on organizational performance in
Nigeria. Considering the periods and methodologies adopted by these scholars to
decipher the effect of female leaders on organizational performance in Nigeria, this study
provides an enhancement to the discourse by looking at the oil and gas sector specifically

using a different methodology.



The social change implication of this study would be to provide further
justification to Nigerian corporate organizations for increased inclusion of women in their
corporate boards in line with the United Nations desire for increased female participation
in the decision-making process (Domingo, Holmes, O’neil, Jones, Bird, Larson, &
Valters, 2015; Fapohunda, 2018; Pirtskhalaishvili, Paresashvili, & Kulinich, 2021). This
study will further improve the Nigerian government’s policy on improving female-gender
education and participation in the economy and ultimately enhance the girl-child
education in Nigeria. Based on its scholarly content, the study would further enhance the
literature and empirical discourse on genders effect on organizational performance from a
developing country perspective. This chapter is, therefore, structured into thirteen major
sections with a detailed background and problem statement provided after this
introductory part. The other sections of the chapter include the purpose of the study,
research questions, research hypotheses, theoretical framework, nature of the study,
definition of concepts, basic assumptions, scope and delimitations, limitations of the
study, significance, and summary of the chapter.

Background of the Study

Female participation in organizational leadership continues to attract the attention
of scholars as it remains an issue in organizations within the public and private sector
(Brescoll, 2016; Flabbi, Macis, Moro, & Schivardi, 2016; Joshi, 2017; Sojo, Wood,
Wood & Wheeler, 2016; Stutzman, 2017). While the public-sector organizations are
complying with extant country-specific legislation on the quota for women in leadership

(Sojo, Wood, Wood & Wheeler, 2016), private entities are learning to become more
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inclusive, albeit slowly, due to enduring stereotypes, cultural orientation, and personality
bias (Brescoll, 2016; Kaiser & Wallace, 2016; Sidani, Konrad, & Karam, 2015;
Stutzman, 2017). Scholars continue to posit various reasons why female leaders remain
scarce in corporate organizations. Elprana, Felfe, Stiehl, and Gatzka (2015) argue that
women on their part fail to contend for leadership positions in organizations due to their
lower motivation-to-lead when compared to men. Vial, Napier, and Brescoll (2016) argue
that the performance of female leaders suffers from the legitimacy factor, which occurs
when subordinates fail to recognize their ability to occupy such positions. Therefore,
most corporate organizations hinge their argument against selecting a female leader on
low performance or ineffectiveness (Dappa, Bhatti, & Aljarah, 2019; Zhuwao, Ngirande,
Ndlovu, & Setati, 2019).

Various studies have explored the leadership capabilities of female leaders
compared with their male counterparts and found mixed outcomes in their relative
effectiveness (Adam, 2016; Christiansen, Lin, Pereira, Topalova, & Turk-Ariss, 2016;
Flabbi, Macis, Moro, & Schivardi, 2019; Kaiser & Wallace, 2016). Whereas some
researchers argue that female leaders are more effective in certain leadership settings,
others posit that male leaders remain more effective in actualizing organizational goals.
For instance, Adams (2016) argues that in measuring the effectiveness of female leaders,
it is important for the researcher to consider other factors as well that make the female
leader thrive in an organization. Although part of his research found that increasing the
proportion of women in corporate boards of 1,500 S&P firms had an incremental effect

on the returns on equity (ROE) of the firms, this was accentuated when firm size was



added as a variable, thereby indicating that female leadership effectiveness may depend
on other factors and organizational settings. Corroborating the issue of leadership
settings, Kaiser and Wallace (2016) claim that gender differences in behavior affect
leadership styles. According to their study, while male leaders were rated high on the use
of strategic-focused styles, their female counterparts were more of forceful-operational
style suitable for lower and middle management leadership. The strategic-oriented
leadership style is suitable for executive management positions which affect performance
and productivity in the long run.

Another perspective to the leadership-gender discourse was presented by
Stutzman (2017), whose study did not find any significant differences in the performance
of male leaders from the female leaders which were attributed to their differing
personality traits. The study, however, found a personality differential for male and
female leaders as the traits that predicted performance for female leaders differed from
that of the male leaders. On the other hand, Chizema, Kamuriwo, and Shinozawa (2015)
stated that while some countries have made substantial process in increasing women
participation organizational leadership, in some other countries women were not allowed
to lead organizations based on societal beliefs and stereotyping on gender-roles. Such
beliefs tend to ascribe leadership capacity to men rather than women thereby inhibiting
chances for female leadership roles in the first instance. The propositions on societal
perceptions by Chizema, Kamuriwo, and Shinozawa (2015), therefore, relates to the
findings by Flabbi, Macis, Moro, and Schivardi (2019) which echoed the fact that female

executives had made significant impacts on productivity in organizations with a larger
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share of female employees, adducing a connection with the mentoring flow between the
female leaders and the female employees. Their findings, therefore, connotes that female
leaders are more effective in female-dominated organizations than male-dominated firms,
which throws up the influence of societal beliefs and stereotyping issues. In addition to
the fact that female leaders perform better in organizations with a higher proportion of
women, Christiansen, Lin, Pereira, Topalova, and Turk-Ariss (2016) found them more
effective specifically in high-tech and knowledge-intensive sectors especially for
organizations that require complementing creative skills with critical thinking. These
findings, therefore, portend that leadership gender has become a vital factor in
determining the performance and effectiveness of an organization.

Despite these diverse findings and arguments on the effect of gender, personality
traits, and socially constructed gender-roles, the need to examine how leaders of each
gender contributes to organizational effectiveness for specific sectors remains an
interesting research area. The leadership gender will connote effectiveness if it produces
positive employee outcomes that contributes to organizational performance and
effectiveness. The need for increased research in this regard stems from the various
benefits associated with gender diversity in corporate organizations across countries in
the world (Adams, 2016: Christiansen et al., 2016; Flabbi et al., 2018)). Therefore, this
study attempts to add to the existing literature using firms in the Nigerian oil and gas
sector, where there is scant research on the effectiveness of female leaders in the
performance of organizations. The study would utilize the multivariate analysis of

covariance (MANCOVA) framework to compare the relative effectiveness of female
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versus male leaders in promoting productive outcomes for an organization. The intention
of this analysis is not to establish causality as such may not always be the case given that
employees start their jobs with some skills before coming in contact with the leader. The
use of employees’ perception scores about their leaders’ capacity to engender job
satisfaction and productivity would assist in this comparison. Thus, the outcome of the
study would add to the scholarly literature on whether female leaders engender effective
outcomes like their male counterparts, particularly for the societally stereotyped sector
and setting like the oil and gas in Nigeria which is a male-dominated environment.
Experiences from around the world have shown that women have provided
effective leadership in specific sectors such as politics, education, technology, healthcare,
research, and engineering (Christiansen et al., 2016; Sidani, Konrad, & Karam, 2015). In
Nigeria, there are instances of women that excelled in the corporate world and key
leadership positions (Lincoln, 2012; Okafor, & Akokuwebe, 2015). For instance, Okafor
and Akokuwebe (2015) listed some Nigerian women that excelled in leadership positions
including the Late Prof. Mrs. Dora Akunyili, who as Director-General of the National
Food and Drug Administration and Control (NAFDAC), fought and won a war against
drug and food adulteration in the country. But due to the low percentage of women in
leadership positions (Boone, Veller, Nikolaeva, Keith, Kefgen & Houran, 2013; Kaiser &
Wallace, 2016) particularly in Nigeria where “women constitute less than 3% of
boardroom seats” (Fapohunda, 2018, p.21), empirical research that measures the
effectiveness of female leaders is minimal when compared with studies that focus on

male leadership in Nigeria.



In a meta-analysis on gender differences in leadership, Paustian-Underdahl,
Walker, and Woehr (2014) found that considering all leadership contexts various studies
show that there is no difference in leadership effectiveness between male and females.
Recent research had focused on factors that affect female leaders such as emotions
(Brescoll, 2016; Stutzman, 2017), family commitment, and culture (Sidani, Konrad, &
Karam,2015). In Nigeria, studies have explored the glass ceiling effect on female
employees and gender discrimination in organizations (Ogunleye & Babatola, 2013;
Ogunleye & Osekita, 2016). However, there are no existing studies that relate to the
effectiveness of the male and female gender groups in leadership positions in Nigeria,
particularly in the oil and gas sector. Thus, this study will exploit the perception of
subordinates of female and male leaders in the Nigerian oil and gas sector to evaluate the

effect of female leadership on organizational outcomes and effectiveness.

Problem Statement

The thought of a woman occupying a top management position in some
organizations comes with mixed feelings among employees and stakeholders largely due
to the perception that men possess better skills to manage situations than women
(Chizema, Kamuriwo, & Shinozawa, 2015; Fischbach, Lichtenthaler, & Horstmann,
2015). The argument that female leaders possess lesser emotional and cognitive ability
relative to their male counterparts (Brescoll, 2016). Also, Elprana, Felfe, Stiehl, and
Gatzka (2015) suggest that women possess lower Motivation-to-Lead (MtL) when

compared to men. However, other empirical evidence shows that women perform well in



leadership positions in organizations operating in some sectors of the economy
(Christiansen et al., 2016; Smith, Ortiz, Buhbe, & van Vugt, 2018). In Nigeria,
particularly in the oil and gas sector, the issue of gender disparity is larger due to cultural
perceptions associated with gender roles. Everyday experience in the industry shows that
many people believe that the sector is most suitable for men especially when the work
involves oil and gas exploration and offshore operations (Scott, Dakin, Heller, & Eftimie,
2013). Thus, the problem is that female employees in the Nigerian oil and gas firms are
not given much opportunity to lead like their male counterparts due to the perceptions
about their capability to lead effectively (Ismail & Ibrahim, 2008; Scott, Dakin, Heller, &
Eftimie, 2013; Syarnubi, Sembiring, Siswaya, & Zuraida, 2018; Williams, Kilanski, &
Muller, 2014). An explorative study of this nature, therefore, becomes necessary to
change such perceptions and offer female employees in the Nigerian oil and gas sector
the opportunity to take up leadership roles in their organizations. The study will also add
to the reservoir of knowledge in the field of organizational psychology that female
leaders in the oil and gas sector perform just as well as their male counterparts and are
proficient and competent in leadership positions.
Purpose of the Study

The purpose of this quantitative study is to examine whether female and male
leaders differ in terms of subordinate job satisfaction and performance in the Nigerian oil
and gas sector, which is predominantly male-dominated, controlling for the leader’s age,
level of education, years of service, and the number of years employee had worked with

the leader.
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Research Questions and Hypotheses
To assess the effect of the leadership gender on job satisfaction and productivity
of employees in the Nigerian oil and gas industry, this study proposes the following
research questions:
RQI: Is there a significant difference in employee job satisfaction based on the gender of
the leader and considering other factors?
Ho: There is no significant difference in employee job satisfaction based on the
gender of the leader, leader’s age, level of education, years of service, and the
number of years working together
Hi: There is a significant difference in employee job satisfaction based on the
gender of the leader, leader’s age, level of education, years of service, and the
number of years working together
RQ2: Is there a significant difference in employee productivity based on the gender of the
leader and considering other factors?
Ho: There is no significant difference in employee productivity based on the
gender of the leader, leader’s age, level of education, years of service, and the
number of years working together
Hi: There is a significant difference in employee productivity based on the gender
of the leader, leader’s age, level of education, years of service, and the number of

years working together
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Theoretical Framework for the Study

Leadership remains a major source of employee motivation and team performance
(Hogan & Kaiser, 2005). On the other hand, poor leadership will inhibit employee
performance and overall organizational effectiveness (Zoogah, Peng, & Woldu, 2015).
These arguments make the case that effective leadership engenders effectiveness in
organizations (Bastida, 2018; Bui, Zeng, & Higgs, 2017; Zhuwao, Ngirande, Ndlovu, &
Setati, 2019). This study will compare the leadership effectiveness of female and male
leaders in Nigeria’s oil and gas industry on subordinate job satisfaction and performance.
Thus, the study will leverage the theory of organizational effectiveness as captured in the
framework of external control of organization (ECO) expounded by Pfeffer and Salancik
(2016). Pfeffer and Salancik argue that the survival of an organization and a measure of
its effectiveness depends on its resources including the structure, leadership, procedures,
goals, and environment. This postulation means that the efficiency of employees, which
can be measured by the ratio of resources used to the total output (productivity),
contributes significantly to the overall effectiveness of an organization (Kataria, Rastogi,
& Garg, 2013). Using this theoretical framework, therefore, the study will utilize
employee outcomes (job satisfaction and productivity) to evaluate the effect of female
leaders on organizational effectiveness when compared with their male colleagues.

Nature of the Study

The study will utilize a quantitative, non-experimental design for this research.

This approach will entail using quantitative methods to capture and analyze the data for

the study. Thus, the strategy will involve the use of a combination of simple random
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sampling and purposive sampling techniques to select participants for the study
(Frankfort-Nachmias, & Nachmias, 2015). The dependent variables for the study will be
employee job satisfaction and productivity, while the independent variables will be
leader’s gender, and covariates will include leader’s age, level of education, years of
service, and the number of years employee had worked with the leader. Data collection
for the study would involve administering questionnaires to employees of companies
operating the Nigerian oil and gas sector using online and mailing approaches. The data
analysis would involve the use of relevant statistical tests in the IBM SPSS to answer the
research questions and hypotheses.

Definitions

Leadership definition provided by Northouse (2018) adequately fits into the
context of this study. Northouse defined leadership as “a process whereby an individual
influences a group of individuals to achieve a common goal” (p.6). In this study, a leader
in the oil and gas sector is an employee that has other employees under his/her control to
the extent s/he exercises some influence on them towards achieving a goal for the
organization.

Job satisfaction implies the inherent personal and emotional satisfaction derived
by an employee while executing their job. Buitendach and Rothmann (2009) state that
this emotional fulfilment comes from a personal evaluation of the job by comparing
“actual outcomes with the required outcomes” (p.1).

Employee productivity is a critical element in measuring organizational

effectiveness as it contributes significantly to the attainment of organizational goals.
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Productivity measures the ratio of work output relative to input (Syarnubi, Sembiring,
Siswaya, & Zuraida, 2018), which means that for employees, it is the ratio of the value of
work done (output) over the total cost of getting each employee to do their work.

Organizational effectiveness connotes the ability of an organization using
available resources to achieve its set outcomes and provide value to all stakeholders.

Assumptions

The major assumption of this study is that female leaders working with firms
operating in the Nigerian oil and gas sector contributes significantly to their
organizational performance and effectiveness. Establishing this assumption through this
study would boost the career ambitions of many female employees of these oil and gas
firms and further reinforce the need for more leadership opportunities for women in the
sector.

Scope and Delimitations

Female participation in taking up leadership positions in organizations remains an
important subject in global policy discourse. Despite various attempts by researchers to
unveil the possible factors for the existence of glass ceilings in organizations, the
percentage of women that gets to leadership positions where they can influence
organizational outcomes remains marginal. Thus, the choice of studying what is
happening in the Nigerian oil and gas sector. The study will establish the effectiveness of
female leaders if they significantly exist in the sector by comparing the performance of
their subordinates with that of their male counterparts. The focus would be on firms

operating in the upstream, midstream, or downstream of the Nigerian oil and gas sector.
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The sample size for the study would be sufficiently large to ensure that the outcome of
the study will be applicable in similar locations or sectors including sectors with
comparable characteristics in Nigeria.
Limitations

The theory on the Control of Organizations which is the fulcrum of this study
postulates that every organization has both internal and external stakeholders that
influence its effectiveness. However, in establishing the leadership effectiveness of
female leaders, this study focuses on the assessment from internal stakeholders
(subordinates) without capturing the opinion of the external stakeholders. The non-
inclusion of external stakeholders in the impact assessment remains a major limitation of
the study.

Significance

The significance of the study for the Nigerian oil and gas sector and the corporate
world rests on the recognition that female leaders have the required skill sets to lead
effectively based on the level of subordinate job satisfaction and performance. On the
other hand, the oil and gas sector remain critical to the Nigerian economy as it contributes
about 10 percent to the economy and over 80 percent to government revenue (Omoregie,
2019). Thus, the sector occupies a vantage position in corporate activities in the country,
which makes it suitable for a study on the effect of gender diversity on organizational
performance. The positive social change implication of the study is that it will engender
increased support for female leaders in corporate entities in Nigeria especially in the oil

and gas sector and contribute to the scholarly discourse on the benefits of including more
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female leaders in the Nigerian work environment. The study will further ease the work of
I-O professionals operating in Nigeria and similar environments to promote gender-
friendly work setting in their organizations.
Summary

The focus of this chapter is the provision of justifiable evidence that female
leaders can be as effective as their male counterparts in actualizing effective
organizations in the Nigerian oil and gas sector. As justified in findings from various
research studies that there are no significant differences in the leadership effectiveness of
male and female leaders in most organizations (see Paustian-Underdahl, Walker, &
Woehr, 2014), this chapter contends that the same would hold in the Nigerian oil and gas
sector. The background review and problem statement in this chapter provide a
reasonable argument to support the conduct of this study as it will fill the existing gap in
the literature on the existence of the glass-ceiling effect in the Nigerian corporate world
and particularly the oil and gas sector.

However, it is pertinent to note that understanding the effect of female leaders
versus their male counterparts in actualizing organizational effectiveness from the
perspective of their subordinates is a major limitation of the study as it leaves out the

views of external stakeholders of these organizations.
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Chapter 2: Literature Review
Introduction

The relationship between female leadership and firm performance has been the
subject of research inquiry for so many decades (Ali, Kulik, & Metz, 2009; Dezso &
Ross, 2012; Flabbi, Macis, Moro, & Schivardi, 2016; Joshi, 2017; Grissom, Nicholson-
Crotty, & Keiser, 2012; Schwab, Werbel, Hofman, & Henriques, 2016; Smith, Smith, &
Verner, 2006; Strom, D’Espallier, & Mersland, 2014). Nonetheless, if organizations were
to turn to the available literature for insights to drive their mission objectives, they would
be hard-pressed to find consistent evidence on what to do (Rhod & Packel, 2014).
Although some studies have reported that fostering gender diversity improves firm
outcomes (Ali, Kulik, & Metz, 2009; Schwab; Schwab, Werbel, Hofman, & Henriques,
2016), others claim the opposite is true (Grissom, Nicholson-Crotty, & Keiser, 2012;
Strem, D’Espallier, & Mersland, 2014;). Another set of studies reveals that there is no
significant difference between female leadership and organizational performance (Joshi,
2017; Paustian-Underdahl, Walker, and Woehr, 2014; Stutzman, 2017). Therefore,
private organizations rely mostly on previous experiences, organizational culture and
stereotypes, and subjective reasoning to make decisions related to increasing gender
diversity (Brescoll, 2016; Kaiser & Wallace, 2016; Sidani, Konrad, & Karam, 2015;
Stutzman, 2017).

This study draws inspiration from the result of the meta-analysis conducted by
Paustian-Underdahl, Walker, and Woehr (2014) on gender and leadership effectiveness,

which found that there is no difference in leadership effectiveness between male and
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females irrespective of the leadership context. With the findings like Elprana, Felfe,
Stiehl, and Gatzka (2015) which showed that females possess a lower motivation to lead
than their male counterparts, the debate continues as to which leadership gender will
produce better results for an organization. Kaiser and Wallace (2016) posit that the
leadership style of the two gender groups differ considerably in most cases as female
leaders tend to adopt forceful operational styles, whereas the male leaders applied
strategic-enabled styles of leadership. Notwithstanding the differences in leadership
styles, the fact remains that gender diversity as a tool for improved organizational
performance has been established in the literature (Adams, 2016; Ali, Kulik, & Metz,
2009). Nevertheless, there continues to exist some level of resistance on gender diversity
in some sectors such as the oil and gas industry (Williams, Kilanski, & Muller, 2014).
Hence, narrowing the discussion down to Nigeria, various studies have confirmed that
certain factors such as economic status, culture, gender-perceptions, male-dominance,
lack of equal opportunity, and lop-sided gender roles against women, among other factors
has repressed gender diversity in the country (Ikegbu & Odey, 2018; Ogunleye &
Osekita, 2016; Okafor & Akokuwebe, 2015; Olafuunke, 2014). This challenge has
remained visible in all sectors of the Nigerian corporate life including the oil and gas
sector where according to Ismail and Ibrahim (2008), there exists a practice of unequal
opportunity to female employees to lead because they are perceived to be less effective
when compared with their male colleagues. This study relies on this premise of low
gender diversity in the Nigerian oil and gas sector. Thus, the purpose of this quantitative

study is to examine whether female and male leaders differ in terms of subordinate job
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satisfaction and performance in the Nigerian oil and gas sector, considering the male-
dominated nature of the sector.

The rest of this chapter presents the literature search strategy used to obtain
relevant studies, the development of a theoretical framework for the study, and a review
of existing literature related to gender, leadership, and organizational effectiveness.

Literature Search Strategy

The databases accessed for this study include EBSCO Discovery Service,
ProQuest Central, Researchgate.net, Emerald Insight, Universalteacher.com,
Imedpub.com, Punchng.com, Simanticsscholar.org, Journals.sagepub.com,
UNSECO.org, Scirp.org, Jstor.org, Harvard business school: hbswk.hbs.edu, Journal of
Applied Behavioral Science, PDXscholar, Blueprint.ng, Gordon Institute of Business
Science, University of Pretoria, United States Department for Labour, Bureau of Labour
Statistics, Portland State University. The search engines used were Google Scholar,
Google Search, and Walden University Library search engine. Some of the phrases used
during the search include organizational effectiveness, employee performance, African
women in leadership, employee perception on the effectiveness of female boss, Gender,
Gender diversity, employee motivation and satisfaction in a female lead workplace and
gender leadership. The literature included peer-reviewed journal articles, working papers,
e-books, study reports, conference papers, dissertations, and discussion papers.

Theoretical Framework
Organizational effectiveness is a concept that involves a wide range of variables

at different stages of activities within an organization (Pfeffer & Salancik, 2016).
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Measuring organizational effectiveness connotes different outcomes that contribute to the
existence such as “..., subordinate satisfaction with the leader, subordinate commitment
to group goals, the psychological well-being and development of group members, and the
leader’s retention of status in the group” (Erkutlu, 2008; pp.710). Also, Cameron and
Whetten (1983) noted that the concept of organizational effectiveness is complex as it
sometimes requires the use and understanding of multiple models to measure outcomes at
different organizational levels. Indeed, since there is no generally accepted model for
organizational effectiveness, understanding and appreciating its meaning requires a
thorough knowledge of applicable models and their inter-connectedness.

As a component of organizational theory, organizational effectiveness continues
to serve as a proxy dependent variable in organizational studies (Cameron, 1980;
Goodman & Pennings, 1977) despite the lack of consensus among scholars on how best
to conceptualize, quantify, and describe the construct (Eydi, 2015). It remains a widely
used construct to study complex and contentious issues in organizational behavior
(Chelladurai, Szyszlo, & Haggerty, 1987). However, notwithstanding the lack of
consensus, there are multiple criteria used to evaluate organizational effectiveness such as
incorporating the mechanism of measuring both means (processes) and ends (outcomes)
of the activities of an organization (Hartnell, Ou, & Kinicki, 2011; Pfeffer & Salancik,
2016), which informs the existence of various effectiveness models as there are models of
organizations (Herman & Renz, 2004). Each model usually reflects the direction of some
school of thought in the field of organizational theory (Vail, 1986). According to Mba

(2019), the theoretical model for this study derives from the External Control of
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Organizations (ECO) propounded and published by Pfeffer and Salancik in 1978, and

later revised in 2003, 2006, and recently in 2016.

The theory posits that the survival of an organization and a measure of its
effectiveness depends on its resources including the structure, leadership, procedures,
goals, and environment (Pfeffer & Salancik, 2016). The theory examines the internal and
external factors that influence organizational outcomes such as the internal and external
stakeholders. The theory stipulates that an organization is effective to the extent that its
internal processes are efficient, whereas its external factors such as economic cycle,
tariff, regulations, and taxes portend a critical factor in achieving its outcomes. A major
internal component of an organization recognized in the ECO is the critical role of
management. Pfeffer and Salancik (2016) argue that the leader or manager is a symbol
and the focal point for organizational success or failure. Poor leadership, therefore,
inhibits performance and overall organizational effectiveness (Zoogah, Peng, & Woldu,
2015). In achieving organizational outcomes, leaders exert a considerable level of
influence on the social actors within the organization particularly the employees. Thus,
this study will leverage the management component of the theory to ascertain whether
leadership gender constitutes an internal factor that determines the effectiveness of an
organization by spurring employees’ job satisfaction and productivity level.

The ECO has been applied in empirical research to study different issues in
various organizational contexts except in leadership studies as I couldn’t find such in the
literature. Some of the studies that applied the ECO in studying organizational

effectiveness include Arik, Clark, and Raffo (2016) on the response of non-profit
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organizations to the economic crisis in the United States; Al-Shareem, Yusof, and Kamal
(2015) to examine the external factors that influence the readiness of organizations in
Yemen to implement public-private partnerships; Zoogah, Peng, and Woldu (2015) to
understand the influence of African context on the performance of organizations
operating within the continent; and Mba (2019) to study the effectiveness of public sector
organizations in delivering entrepreneurship development programs in Nigeria.

In this study, the theory on the external control of organizations provides a
context given that the objective is to understand the internal dynamics that propel
organizational effectiveness arising from interactions between leaders or managers and
their subordinates within the organizations operating in the Nigerian oil and gas sector.
Specifically, the theory applies to this research given the relevance of leadership or
managerial actions in achieving organizational outcomes. As posited by previous
researchers that organizational processes ensure that leaders or managers possess a range
of skills, characteristics, and behaviors (Pfeffer & Salancik, 2016), it becomes very
pertinent to evaluate leadership effectiveness based on gender differences. Thus, using
the internal workings of an organization, in this case, the leader — subordinate
relationship as a factor, I will examine the effect of female leaders on organizational
effectiveness by comparing the outcomes, job satisfaction and productivity, of employees
working under male and female leaders in the Nigerian oil and gas sector. Thematically,

the flow is as follows:
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/ Employee outcomes
Leadership Effective

- Job satisfaction
gender - Productivity organization

Figure 1: Thematic representation of theory

The above thematic representation connotes that the leadership gender influences the
organizational effectiveness to the extent that it influences employee job satisfaction and
productivity level.
Gender, Leadership, and Organizational Effectiveness

The evolution of female leadership has continued to attract global attention and raised
questions on how the leadership style of each gender affect employee productivity and
organizational performance (Ali, Kulik, & Metz, 2009; Dezso & Ross, 2012; Flabbi,
Macis, Moro, & Schivardi, 2016; Joshi, 2017; Grissom, Nicholson-Crotty, & Keiser,
2012; Schwab, Werbel, Hofman, & Henriques, 2016; Smith, Smith, & Verner, 2006;
Strom, D’Espallier, & Mersland, 2014). There are diverse opinions among researchers
with some of them arguing that gender has little or no relationship with leadership style
and effectiveness (Eagly & Johnson, 1990; Northouse, 2018). The dynamics of leadership
theory and the dimensions of the earliest research could offer some answers to the
questions. Some studies have suggested that women possess certain traits that make them
less task-oriented than men, but most of the empirical research suggests no such
difference (Goethals & Hoyt, 2017). However, other researchers indicate that women are

more likely to have communal skills rather than agentic skills, that is, skills focused on
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achievement and advancement (Carli & Eagly 2011). But if men and women can be
communal, agentic or both, then it is imperative to know that there is a distinction on how
individuals and groups of individuals differ. In other words, the average difference
between male and female is smaller than the range of individual differences within the
female and male populations (Goethals & Hoyt, 2017). Northouse (2018), however,
summarizes that both male and female leaders are effective in leadership roles that are
compatible with their gender.

Despite the arguments supporting the relationship between gender and societal roles,
the connection and how this relationship plays out in an organizational setting remains
unexplored in empirical literature (Pafford & Schaefer, 2017). In addition, the marginal
representation of women in leadership positions in organizations continues to inhibit the
empirical link between leadership effectiveness and gender (Ignatius, 2013).
Unfortunately, most organizational stereotyping continues to see top leadership roles as
more of a masculine affair than a feminine role (Datta, Doan, & Toscano, 2021; Heilman,
2001; Kyriakidou, 2012). Women activists have debated that information gathered on
male experiences represents not only a partial knowledge but also a lopsided view of
reality (Domingo et al., 2015). They agree that the best way to make an informed
decision (with regards to leadership positions) and correct this gender contention, is to
take women's daily experiences (or an employee’s experience under a female boss)
including their achievements and gauge their effectiveness. Additionally, being
supervised and controlled directly under female leaders, the employees are undoubtedly

better-informed candidates to make rational and valuable feedback on their female
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leaders’ leadership effectiveness. Unfortunately, despite the current global emphasis on
gender equality, which aims to create awareness and enhance women participation in the
political and social-economic spheres of life, very little is known about women and
leadership (Alsubaie & Jones 2017). Only a few studies have been conducted to evaluate
the perception of subordinates of female leaders on their leaders’ characteristics,
performance, leadership styles and effectiveness (Ong & Tan, 2015). Conducting studies
using the perception of subordinates becomes an important addition to the scholarly
literature on leadership effectiveness.

Some leadership scholars have extensively compared leader’s gender and
effectiveness to establish that both genders can be effective leaders depending on
circumstances such as their work environment (Carly & Eagly, 2001; Eagly, Karau, &
Makhijani, 1995; Ridgeway 2000; Ranganathan & Shivaram, 2017; Rudman & Glick,
1999). However, these studies only investigated the perceived effectiveness of gender
leadership rather than actual effectiveness. This could be due to the type of data used and
the subjective evaluations of the authors (Eagly 2013). Other current studies that have
tried to explain the different dimensions of leadership styles are advocating for more
research on specific managerial practices that comprise different leadership styles (van
Knippenberg & Sitkin, 2013). Studies on the factors that promote worker productivity
may be diverse, the influence of the managers themselves on workers’ productivity is
understudied because of low workplace gender diversity until recent times (Ranganathan
& Shivaram, 2017), or due to less scholarly interest on the effect of leadership gender on

workers’ productivity (Lazear, Shaw, & Stanton, 2015). According to Ranganathan and
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Shivaram (2017), the manager’s gender happens to be one specific characteristic of
leadership that remains unexplored in the past. This relates to the findings of Kanter
(1977), which showed most studies on employee productivity had not considered the
effect of leadership gender differences, and posits that managerial positions are usually
reserved for men in most cases. Nevertheless, women representation at managerial levels
are gradually gaining prominence on the global leadership stage as organization increase
gender diversity among their managers, while its effect on workers’ productivity remains
unexplored (Ranganathan & Shivaram, 2017).

In Nigeria, the general issues of marginalization and discrimination among women
are highly prevalent (Ogunleye & Osekita, 2016; Okafor & Akokuwebe, 2015). Most
leadership positions in the country are still dominated by the male gender and this poses a
major constraint to national development (Ikegbu & Odey, 2018). Suffice it to say that
Nigerian women have a distinguished history of activism and public service no less than
the men (Ikegbu & Odey, 2018; Okafor & Akokuwebe, 2015). Regrettably, many people
find it difficult to comprehend why progress for more advancement appears to have
stalled (Oke, 2018). Even with the government’s attempt to institute policies geared
towards fostering gender diversity with the hope of encouraging more women to pursue
leadership positions in their workplace, many of them have fallen short in practice
(Okafor & Akokuwebe, 2015). This is maybe partly because of their limited take-up from
private sector actors, who lack consistent evidence on how gender diversity shapes their
outcomes (Joshi, 2017). Also, male dominance of the corporate space has remained a

major impediment to female progression in leadership roles around the world. For
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instance, Rick, Marten, and von Lonski (2017) argue that the limited number of women
and girls venturing into technical education has adversely affected efforts at gender
balancing in the US oil and gas sector. Although the oil and gas industry embraced the
gender diversity view only in recent times, there has been a reversal as more women
engage in studying geosciences and other scientific paths relevant in the oil and gas
sector (Williams, Killanski, & Muller, 2014). However, in developing countries like
Nigeria, the situation is more worrisome as the female gender constitutes a small
percentage of the corporate workforce across sectors (Ogunleye & Osekita, 2016). Thus,
with special reference to the Nigerian oil and gas sector, this lack of consistent evidence
has prompted this study to investigate the extent to which female leadership influence
organizational performance.

Since the petroleum industry is the mainstream of the Nigerian economy (Donwa,
Mgbame, Ogbeide, 2015), any form of mismanagement in the sector automatically
affects all other sectors. Therefore, if increased gender diversity at the team level could
enhance the innovative capacity and performance of both individuals and teams, and
consequently for firms (Turner, 2009; IMF, 2016). This study intends to provide insight
into the link between gender leadership styles and organizational effectiveness in this
industry. As such, it will focus on quantitatively examining whether female and male
leaders differ in terms of subordinate job satisfaction and performance in the Nigerian oil
and gas sector, while controlling for the leader’s age, level of education, years of service,
and the number of years employee had worked with the leader Although there are various

studies on effective female leadership little had been done on the effectiveness of female
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leadership in the oil and gas sector, particularly in Nigeria. The increasing level of
globalization, as well as the struggle among firms to check competition and the low
percentage of women taking leadership positions, prods organizations to pay closer
attention on how best to diversify our resources for optimal benefit. More specifically,
determining whether a relationship exists between firm’s performance and female
leadership can create the much-needed attention in developing countries like Nigeria on
the contributions of women in a leadership position and the benefits of harnessing their
abilities for national development. This is indeed very pertinent because the case for
advancing women into managerial roles may depend on their demonstrable contributions
to organizational performance (Dezso & Ross, 2012; Smith, Smith, & Verner, 2006)
through workers’ engagement, productivity, including a leader’s ability to optimize
human resources are perhaps some of the most important indicators of effective
organizations.

In terms of measuring effectiveness which is important in organizational studies and
vital in understanding organizational behavior (Chelladurai & Haggerty, 1991), this study
looks at the framework of organizational effectiveness using employees’ satisfaction and
productivity as the outcome variables. There is a convergent view among scholars that
concepts such as employee engagement, trust, commitment, etc. are essential stimulants
to workers’ compliance with their organizational objectives and strategies (Andrew &
Sofian, 2012). Given the foregoing, this study takes from the theory of external control of
organizations (ECO) to establish a causal relationship between leadership gender and

using employee outcomes as proxies for organizational effectiveness.
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Furthermore, by adopting the ECO framework from the school of organizational
effectiveness, this study investigates the effects of manager gender on employee
productivity and job satisfaction. The emphasis on objective worker productivity is a
digression from existing literature which has predominately focused on subjective
measures rather than objective measures of performance (Eagly, Karau, & Makhijani,
1995; Eagly & Johannesen-Schmidt, 2001). Although subjective evaluations are
essential, there is the possibility of biases rather than genuine differences in effectiveness
(Eagly 2013). Also, scholars have recommended that future research should include more
precise and distinct elements and effects of leadership (van Knippenberg & Sitkin, 2013).
Propelled by these gaps in existing literature, this study also explores other constructs that
explain the difference in perceived effectiveness of male and female leaders. This study
will focus on employee actual effectiveness under male and female leadership styles that
leads to organizational effectiveness. In order words, this study argues that the leadership
style of women fosters inclusiveness which ultimately leads to organizational
effectiveness. The next section focuses on two prominent leadership styles among women
and the extent of their influence on employees’ performance and organizational

effectiveness.

Leadership styles: Transactional and Transformational
Regardless of the advocates’ general belief on what defines a leader, it is still a
debatable issue regarding whether female leaders’ characteristics and leadership qualities

are of similar to men leaders, let alone the gender distinctiveness of leadership
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effectiveness. Recently, scholars have turned their focus to understanding possible
differences in leaders’ psychology that may affect the way leaders lead. Within this
context, empirical research supports the view that the leadership style women often tend
to adopt is applicable to the complexity of modern organizations which ultimately
translates into effectiveness. (Eagly & Carli, 2003; Gartzia & Carli, 2014).

Various studies have investigated the difference as well as the impact of transactional and
transformational leadership style on organizational performance (Atmojo, 2015; Erkutlu,
2008; Grove-Heuser, 2016; Northouse, 2018). According to Northouse (2018),
“Transformational leadership is the process whereby a person engages with others and
creates a connection that raises the level of motivation and morality in both the leader and
the follower” (pp.162). In contrast, Transactional leadership is seen as a win-win
situation whereby the leaders achieve task completion while the followers receive
monetary or non-monetary rewards for their job performance. Occasionally, transactional
leaders are more action and outcome-oriented; but they tend to focus less on employees’

intrinsic motivational or emotional needs (Beerel, 2009).

The difference between transformational leaders and transactional leaders is that the
former engages in people whereas the latter deals merely in exchange (Nicholls, 1988).
According to Farey (1993), transactional leadership is seen as enthusiasm for
improvement, productivity, solving problems, being efficient, cost-effective and fair,
doing things right and carrying out single-loop learning. While transformational
leadership has the enthusiasm for new and unique ideas, taking risks, being proactive,

having a vision and being future-oriented, being creative and innovative, showing
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initiative, looking beyond their current role, doing the right things and engaging in
double-loop learning. In other words, while transformational leaders encourage, motivate,
and prod followers to discover and develop their skills, they are often compared with
transactional leaders who also motivate followers by providing a reward-based system
(Bass, 1998). Scholars in general regard the transformational leadership style as more
communal and likely to be adopted by women. It is also considered one of the major
leadership styles that guarantee inspiration, motivation and more participation by
followers than transactional leadership.

Transformational leadership comprises four behaviors. The first is "idealized
leadership" or charisma, which arises when leaders are worthy of emulation. They set
high goals and express confidence in followers. The second is "inspirational motivation"
which states that symbols and emotional appeals are deployed by leaders to the
employee. The third is "intellectual stimulation" here, leaders deliberately challenge
employees to innovative ways of accomplishing set targets and the fourth is where
leaders treat each employee’s needs through “individualized consideration". Irrespective
of the leadership style adopted by the leader-manager, the imperative in this study is to
discover which gender influences employees in the oil and gas sector in Nigeria to attain
organizational effectiveness.

Employee Perception, Leadership Style and Organizational Effectiveness
Ong and Tan (2015) carried out research to determine employee perceptions of
leadership effectiveness of female leaders in working organizations in Malaysia. Their

findings revealed that female leaders were the underlying cause of greater improvement
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of employee skills and dedication to work. The uttermost significant consequence of
these findings would be a spike in employees’ satisfaction and motivation levels. The
authors concluded that the success and effectiveness of female leaders in the corporate
world regardless of the type of organizations would lie behind the practice of an
appropriate leadership style to accomplish and fulfil the organization objectives.

Another similar study carried out by Abbas and Samaila (2016), on the attitudes
of some Nigerian public sector employees towards having a female manager found that
there is an attitudinal difference between male and female employees under a female
leader. Their study showed that female employees do not want to work under male
supervisors, while the majority of male employees were ambivalent about working under
a supervisor of the opposite sex. The study further found that income as an incentive did
not induce either the male or female employees’ preference to work under a female boss .
On the contrary, a large percentage of female employees feel more comfortable and fairly
treated under a female manager than a male supervisor. Male and female employees have
a different way of dealing with the prejudice they face at work. Males feel worthless if
they face bias in the hands of a female leader but take it as a challenge if it is coming
from a male supervisor. On the other hand, female employees take it as a challenge
irrespective of the supervisor’s gender but may express anger and frustration.
Interestingly, the study further reported that age, education, income and work experience
have no statistically significant effect on the attitude of Nigerian female managers.

In yet another study conducted within four Australian hospitals, Reuvers, Van

Engen, Vinkenburg, and Wilson[/Evered (2008) explored the relationship between
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transformational leadership and employee innovative work behavior. They found that
there exists a positive relationship between transformational leadership and innovative
work behavior. Furthermore, the authors also found that employee exhibited more
innovative work behavior when male supervisors demonstrate transformational
leadership style than female supervisors.

Fitch and Agrawal (2015) using data from a Gallup survey found that employees
who work with female managers in the United States tend to be more engaging than
employees working with male managers. The study also revealed that a greater
percentage of women are engaged at work compared to male. This is to say that female
managers are more engaged than their male counterparts, which has significant
implications for organizational effectiveness. Their study further posits that higher levels
of engagement of workers portend higher productivity and group performance. The
implication of the research suggests that female managers are likely to enhance current
and future organizational performance than their male counterparts. This may not be far
from reality because other studies have found that organizations facing a high risk of
collapsing are known to appoint female leaders into a managerial position to help
navigate the firm through challenges (Goethals & Hoyt, 2017; Ryan et al., 2016). Fitch
and Agrawal (2015) further discovered that female managers were not only more
engaged than male managers, but they were also known to exceedingly meet employee’s
requirements. They take a step further to inspire, communicate and encourage viability in
a team effort to provide a positive work environment that will meet the basic expectation

of both the workers and the organization itself.
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In exploring various questions about women'’s leadership, Goethals and Hoyt
(2017) found that female managers attained a higher score than male managers on all four
fundamentals of transformational leadership, with a notable difference in the factor of
individualized consideration. Their study also reveals that apart from differences in
leadership style, female managers are also known to demonstrate attitudes and behaviors
that make them more effective. Unlike a male leader, female leaders are known to exhibit
cooperation and promote worker’s welfare, social and ethical values which enhance
effectiveness (Borkowski & Ugras 1998; Eagly, Gartzia, & Carli 2014; Schwartz &
Rubel 2005). According to Wright and Cropanzano (2004), a happy worker will indulge
in higher work performance than the unhappy ones. In their study, they viewed the
happiness of a worker as psychological well-being (PWB) illustrating how happiness can
benefit both employers and employees. By implication, happiness produces better job
performance by maximizing both personal betterment and employees job performance.

Pradeep and Prabhu (2011) examined the relationship between effective
leadership and employee effectiveness and found that transformational leaders were
preferred more than leaders with transactional leadership style. Using the scores obtained
from the Garrett ranking technique of leadership preferences to test leaders’
effectiveness, they found that although the reward-based mechanics of the transactional
leadership style proves to be effective, it is still less effective when compared with other
behavioral mechanisms employed by transformation leaders. The author's correlation
analysis collaborates these findings and indicates that the transformational leadership

style brings about work effectiveness, satisfaction, creativity and innovation more than
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transactional leadership. Other leadership styles such as the laissez-faire did not improve
employee performance in the selected public and private sector enterprises.

There is evidence of gender difference on leadership styles depending on the
organizational setting. For instance, Eagly, Johannesen-Schmidt, and van Engen, (2003)
showed that female leaders use more of transformational leadership style than male
leaders. Also, a separate meta-analysis of 87 studies found a significant relationship
between effectiveness and transformational leadership (Judge & Piccolo, 2004). The
result of these studies suggests that women tend to use a leadership style associated with
effectiveness. Bono and Judge (2003) also found that employees supervised by a
transformational leader exhibit commitment, job satisfaction, motivation, and higher
performance. In a similar study, Judge and Piccolo (2004) found that transformational
leadership represents the highest overall validity when compared with transactional
leadership but there were no significant differences to their validity when it comes to
employee motivation and team performance. Notwithstanding this result, the authors also
found through a meta-analysis, that transformational leadership had a significant effect on
employee work satisfaction, motivation and organizational effectiveness.

Another study by Kent, Blair, and Rudd (2010) looked at the differences between
transformational leaders of both men and women in Germany and found no difference in
leadership behavior. In order words, there was little difference to suggest that men and
women leaders behave differently under a transformational leadership style. The authors
noted that the result of their analysis may be attributed to the type of industry studied. It

may be that in a male-dominated industry, the few females who made it to a leadership
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position were most likely to alter their leadership behaviors to conform with their male
colleagues’ leadership behavior (Gardiner & Tiggemann, 1999). This could be one of the
reasons why their study shows little bearing on the conclusions of many leadership
studies. It is, in fact, true that the study was carried out in some German organizations,
which are typically male dominated. Females represent a small percentage of managers,
about 5% of Germany’s top managers. As a result, female managers represented 20.9%
of the sample in contrast to male managers with 79.1%. There is no doubt that women
were slightly underrepresented in the study due to their low representation in a male-
dominated industry. Therefore, it would be safe to conclude that the female managers in a
male-dominated industry could adopt leadership behaviors that may reflect those of their
corresponding male managers within the same industry. The authors recommended the
inclusion of additional variables apart from gender in future research such as tenure,
education, age, education, and job roles.

In a recent study that investigated whether the manager’s gender affects work
productivity, Ranganathan and Shivaram (2017) observed that workers perform optimally
under female supervisors rather than male supervisors. The authors noted that the female
supervisors usually go beyond their normal work routine and attend to some of the
personal problems of their subordinates, which, motivates the employees to put extra
effort in getting their task done. This has helped yield more productive interaction than
the workers supervised by a male. In contrast, workers described the leadership style of
their male supervisors as ineffective. To them, the authoritative leadership deployed by

their male supervisors (as documented by Eagly, Wood, & Diekman, 2000) are
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ineffective at ensuring timely execution of the task. Further findings revealed that the
male supervisors’ ineffectiveness is not because of their negligence in enforcement but
because their efforts do not translate into desired results due to their leadership style.
With this finding, the authors uncovered a unique managerial practice that shows how
female supervisors are likely to outperform other male supervisors. Female supervisors
are known to go beyond the normal daily routine of supervision by further engaging
employees and involving them in their official and personal welfare. By taking these
extra steps, the female supervisors greatly improve worker’s productivity, engagement,
and performance, which has been hypothesized by some scholars as a requirement for
entry into a profession (Kellogg, 2010; Pratt, Cullen, Blevins, Daigle, Madensen, 2006)
or as a strategy to develop relationships with clients (Huising, 2014). Bringing this
concept to the study of management in organizations, Ranganathan and Shivaram (2017)
recognize it as a managerial strategy to improve worker’s productivity.

Ranganathan and Shivaram (2017) used a scientific description of culture and
experimental data from an Indian garment factory to determine and capture a wide range
of gender experience using gender and productivity as the independent and dependent
variables, respectively. The main fulcrum of the study was to assess gender effectiveness
in motivating and increasing worker’s productivity. Other control variables in the study
were worker’s demographic characteristics such as age, tenure in the factory, time-based
variation in the production cycle and skill level that could affect worker productivity. In
conclusion, Ranganathan and Shivaram noted that male and female supervisors have a

unique way of motivating productivity. The author suggested that future research on
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gender effectiveness should concentrate on the gender composition of managers to
understand how employees’ productivity was affected.

Ranganathan and Shivaram’s research seems to corroborate the work of other past
scholars, including the work of Grunberg (1984), which found that the nature of
supervision a worker receives from supervisor(s) plays an important role in determining
job performance, commitment and productivity (Locke (1984; Locke & Latham, 1990).
In order words, when either of these three variables is in the opposite direction, then the
effectiveness is affected.

A study conducted by Agbionu, Ogadi, and Agbasi (2013) on job satisfaction and
organizational effectiveness in public organizations in Anambra State, Nigeria, found that
job satisfaction positively influences organizational productivity and profitability, which
are strong measures of organizational effectiveness. They concluded that job satisfaction
is positively associated with organizational effectiveness and recommended that
organizations should put in place definite plans to continually ensure that employees are
satisfied with their jobs. Additionally, Amah (2013) found that employee involvement
positively influences organizational effectiveness. According to the authors, the
independent variable “employee involvement” was measured using capacity
development, team orientation and empowerment. While the dependent variable
“organizational effectiveness” was measured using market share, productivity and
profitability. The results obtained showed a positive significant relationship between

employee involvement and market share, productivity and profitability.
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Organizational effectiveness is a function of the collaborative effort of the
leaders’ continued engagement with the subordinates (Bakker, 2011). Motivated and
engaged employees usually feel a sense of organizational ownership and are more
innovative and contributory to organizational goals and effectiveness (Saks, 2008;
Schaufeli & Bakker, 2004). Indeed, the concept of employee engagement and its
psychological process has recently become an important management strategy for
attracting and retaining an optimistic and spontaneous employee (Wei, Han, & Hus,
2010). Thus, with the findings by Fitch and Agrawal (2015) that the female leader is
more engaging in the workplace, it would be ideal to examine how this trait transmits into
organizational effectiveness from the leader. Consequently, this study attempts to merge
organizational effectiveness and employee outcomes to ascertain the potential effect of
female leaders on their employee satisfaction and productivity.

Women in Leadership: Evidence and Practices in the Oil & Gas Sector

Research work on female leadership and organizational performance has followed
several dimensions. For instance, the Gender Forward Pioneer Index was developed to
track the gender disparity of large corporate entities and validate the evidence that
women in senior management level enhance a company’s performance (Schandwick,
2016). The index helps Fortune 500 companies to raise the visibility of their top female
executives by bolstering their reputation and talents. The recent index showed that only
10.9% of women are senior executives in the Fortune 500 companies, with no company
having equal representation of men and women in their top management. The index

further revealed that about 40% of the companies had an all-male top leadership team
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(Schandwick, 2016). This is worth highlighting considering the findings of some surveys

indicate that top women executives significantly contribute to organizational growth and
development. In February 2016, a study sponsored by the Peterson Institute for
International Economics found that women at the C-Suite level significantly increased
the net margins of their firms (Noland, Moran, & Kotschwar, 2016). The survey which
covered 21,980 firms from 91 countries showed that firms with women constituting up to
30 per cent of its leaders have the potential to increase its profit margin by one percentage
point than a firm with fewer female leaders. Also, some researchers from the Harvard
Business School (HBS) validated this result when they found that it was profitable to hire
more women in an organization than men. HSB’s Gompers and Kovvail (2018)
highlighted that most venture capital firms (typically known as a male-dominated
industry) recorded a 1.5% increase in total revenue annually with a 9.7% increase in
profit as they significantly increased the proportion of their female partners. Gompers and
Kovvail’s (2018) research tried to establish a causal relationship between gender
diversity and organizational performance in male-dominated large corporate companies,
which was earlier established in a 2008 Mckinsey’s survey report. One of the major
findings of the Mckinsey survey was that companies with higher gender diversity in their
management team were likely to have more than a 21% increase in their average
profitability compared to companies having less gender diversity (Desvaux & Devillard,
2008). The HBS findings corroborates other scholarly research that increased gender
diversity improves financial performance of organizations, which concurs with the global

concern on the women underrepresentation in managerial positions. Although, gender
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diversity campaigners have focused on the broad benefits, there are no concrete
evidences on the expected impact on organizational effectiveness (Charlton, 2018), which
drowns the calls for a global action on gender diversity.

The arguments in support of gender equality in corporate organizations
notwithstanding, it is regrettable to find that the average proportion of women in senior
civil service positions among G20 nations is just 26.4%, (Global Government Forum,
2017). Predescu and Chen (2018) reported that while the overall female representation
varies from industry to industry, the leadership gap is universal. According to them, this
scenario can also be found in industries in which women are overrepresented. A typical
example is the healthcare sector where women make up 62% of the workforce but only
49% of leadership positions (indicating a leadership gap of 13%); whereas the overall
gender ratio can reveal barriers to entry, leadership gaps demonstrate barriers to
advancement. Cruz (2016) noted that women comprise less than a quarter of Science,
Technology, Engineering and Mathematics (STEM) professionals worldwide. Besides,
women are underrepresented at every senior level and are more likely to leave. Cruz
findings further noted that the proportion of women in STEM drops as they progress
higher in seniority. This can be said to be true in the most economic sectors including oil
and gas. A 2017 report by Boston Consulting Group (the BCG) and the World Petroleum
Council (WPC), highlighted that women represent a very small proportion of executives
in almost every sector (including, oil and gas, health, manufacturing, agriculture etc.) in
the global economy (Rick, Marten, & von Lonski, 2017). Indeed, the proportion of

women in the oil and gas industry shrinks as one moves up the management ladder
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(Akinkugbe-Filani, 2018). The BCG-WCP survey buttresses this pattern by revealing

how the proportion of women in the oil and gas industry workforce declines consistently
from 25% to 17% in the middle-management to senior management positions (Rick,
Marten, & von Lonski, 2017).

This situation is likely to exacerbate as world oil prices decrease and management
is forced to restructure. Akinkugbe-Filani (2018), noted that between the year 2016 to
2017, most African oil and gas companies, including the oil field service providers,
experienced tight regulation, declining capital and credit resources, sliding revenues, and
restructured their workforce due to increasing welfare demands. In this context, the level
of flexibility open to an organization may tend to reduce during an economic downturn as
management tries to minimize activities and their action may be less accommodating of
certain work styles, which is part of co-operating diversity. In the offshore operations, the
gender balance is more skewed. Women are often assumed to be more uncompromising
than men and this makes them less suitable for certain positions especially those positions
requiring field assignments or offshore rigs. However, on the flip side, industry experts
believe that the pace of global technological advancement may reverse the lack of
retention of women in the oil and gas managerial cadre. This prediction may be valid as
global economies continue to embrace digitization, remote execution of assignments,
thereby giving women opportunities for a flexible work environment and possibly make
them eager to hold higher positions for over a longer period. Unfortunately for the
Nigeria, there is scanty empirical work on gender diversity in the corporate world. As

found in a study conducted by the Nigerian Women in Business (2012), companies in the
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oil and gas sector were among the top firms that had a higher proportion of females in
their corporate boards, but another study by Akpan and Amran (2014) found that female
presence in the boards of these companies had negative effects on performance.
Therefore, this forms the fulcrum of the motivations for this study using the Nigerian oil
and gas sector.

Summary

Recognizing that women’s participation is necessary to achieve sustainable
development, this Chapter reviewed women leadership and their performance in the oil
and gas industry with special reference to the Nigerian context. Although research for this
chapter encompasses surveys of different kinds of literature that discuss issues related to
the research topic, it is pertinent to mention that data on women in the energy industry,
particularly those in leadership positions poses an arduous challenge and even more when
seeking for data specifically relating to African oil and gas sector. Hence one might not
be expected to find a significant difference in the oil and gas gender balance between
regions or countries. This scenario tends to suggest that the cultural practice of the global
oil and gas industry are usually consistent that it reduces any regional differences that
might exist Akinkugbe-Filani (2018).

Although it is the primary objective of organizations to be profitable, it still must
be effective and perform optimally. However, it requires more than just profit to presume
that an organization is effective. Even though profit may assure business growth, it,
however, does not singularly determine organizational effectiveness. This is because

organizational effectiveness is a function of multiple variables such as product/service
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innovation, ability to attract viable investment, motivated and committed workforce,
gender diversity and fair career progression, the leadership style of management,
corporate image, etc. Organizational effectiveness is also a function of the ability of
organizations to identify and resolve workplace issues at both individual and
organizational level. Studies have shown that motivation is one very important variable
that can influence employees’ attitude to work (Dobre, 2013; Locke & Latham, 1990).
Motivating employees goes beyond ensuring job satisfaction (Moorehead & Griffin,
2014), it influences and constantly direct employee work behavior to accomplish a
specific task.

Organizations are increasingly recognizing the crucial roles employees’ job
satisfaction plays in engendering effectiveness and are continuously seeking to determine
how to balance the contribution of employees in the achievement of organizational goals
and the contribution of organizations in ensuring that employees are satisfied with their
jobs (Agbionu et al.., 2013). Since human resources are the most critical resources in an
organization, it is very important to retain efficient and experienced workers to enhance
the overall performance of an organization (Danish & Usman, 2010). In their review,
Danish and Usman found that motivated employees generate considerable profit and
value to their organizations. The author’s findings support the research of Oosthuizen
(2001); who concluded that greater organizational effectiveness can be attained when
managers deliberately influence the behavior of their employees through motivation.
Entwistle (1987) also argues that the motivational element of an employee lies in their

performance because it leads to organizational reward. Although there is no universally



44

accepted approach to organizational effectiveness or the most effective leadership style,
certain recurring elements that appear in the literature reviewed, allows this study to
conclude that leadership gender impacts on organizational effectiveness. Therefore, if the
leadership style of women significantly motivates the employee to perform optimally and
increases their marginal productivity, then, it will be safe for this study to agree that
female leadership roles foster an inclusionary climate that motivates employees in the
workplace and directly enhances organizational effectiveness.

The extent to which an organization is effective can be measured using a different
approach as illustrated in organizational theory. Organizations can use one or more of
these approaches to meet their objectives, enhance their competitive strategy and ensure
future business sustainability (Pfeffer & Salancik, 2016; Oji, 2001). This cannot be
achieved without recognizing and appreciating the human resource factor in the
achievement of organizational goals. Employees’ job satisfaction, therefore, is very vital
to the concept of organizational effectiveness. When compared to financial resources,
human resources give organizations a competitive edge over their competitors and
enhances their future market share. As Ali & Ahmed (2009) noted, that the goals of an
engaged and motivated employee are distinctively aligned with that of the organization.
Employees are knowledgeable enough to realize that the improved organizational
performance, ultimately benefits them and so they constantly seek better ways to improve
on their work and perform optimally (Kamalian, Yaghoubi, & Moloudi, 2010).

From the literature reviewed, it can be deduced that the leader’s effectiveness can be

measured by the performance of their followers and the extent of their engagement and
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commitment to actualizing the overall objectives of the organization. (Afolabi, Obude,
Okediji, & Ezeh, 2009). Additionally, the debate on effective leadership has opened new
insights into its positive effect on organizational performance and effectiveness
(Charlton, 2018; Bass, 1997). The study carried out by Behling and McFillen (1996) also
confirms that effective leadership gives subordinates a sense of belonging that are
necessary for them to go beyond borders and become innovative and committed to their
organization. By implication, the leadership style of a leader can have a substantial effect
on the career commitment and job performance of their subordinates, which ultimately
affects the overall performance of the organization. Because of this implication, the study
adopted the theory of control of the organization to analyze leadership and its effect on an
organization. Within this context, various research studies were reviewed and synthesized
to highlight the effect of female leadership with an emphasis on their influence on
subordinates, the difference with male leadership, and how it contributes to
organizational effectiveness. This section concludes that the effect of gender on
organizational effectiveness is paramount in enhancing the discourse in organizational
theory and adds to the emerging models and framework that explains what happens in the
ever-changing organizational environments, and how organizations can use gender
diversity as a tool to achieve superior performance, happiness, and job satisfaction of
their employees. Chapter 3 will detail the methodology that will be used to evaluate these

relationships in the Nigerian oil and gas industry.
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Chapter 3: Research Method

Introduction
The purpose of this quantitative study was to examine whether female and male
leaders differ in terms of subordinate job satisfaction and performance in the Nigerian oil
and gas sector. Gender imbalance in leadership positions across the society had been a
major point of scholarly discourse in recent times (Brescoll, 2016; Gipson, Pfaff,
Mendelsohn, Catenacci, & Burke, 2017; Stutzman, 2017). Some scholars had argued that
women were less competent and lacking in leadership potential (Gino, 2017). This
chapter provides details of the research design and the methodological framework
adopted for the study with a focus on the target population, sampling design, and the
method of data collection including relevant ethical considerations, as well as internal
and external validity issues.
Research Design and Rationale
The dependent variables for this study were employee job satisfaction and
employee productivity, while the leader’s gender served as the independent variable with
covariates such as employee’s gender, employee’s education in years, employee’s age,
and the number of years employee had worked with the leader. Experiences from around
the world have shown that women have provided effective leadership in specific sectors
such as politics, education, technology, healthcare, research, and engineering (Sidani,
Konrad, & Karam, 2015). On the other hand, Elprana, Felfe, Stiehl, and Gatzka (2015)
posited that women possess lower Motivation-to-Lead (MtL) when compared to men.

Also, an earlier study by Ismail & Ibrahim (2008) had suggested that female employees
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in the oil and gas firms were not opportune to lead like their male counterparts due to the
perceptions about their capability to lead effectively. Therefore, leveraging on the theory
of organizational effectiveness (Eydi, 2015; Pfeffer & Salancik, 2016), this study adopted
a posttest-only control-group quasi-experimental design to establish the validity of this
argument. This type of research design defines a research method with the absence of the
hallmark features of experiments, such as manipulation of independent variables and
random assignment to conditions (Leatherdale, 2018). The quasi-experimental design
operates under a natural setting without assigning the participants randomly to any
intervention but selecting them in their natural state (Coolican, 2014; Leavy, 2017).
Coolican (2014) posits that a major feature of the quasi-experimental design is the use of
non-equivalent groups, which applies to this study with the interest being on the
employees that are working under female leaders being compared with their counterparts
working under male leaders. Also, this design is suitable for the study given that
participants were not randomly assigned to their leaders instead, they participated in the
study in their current state and responded to questions as it was related to their immediate
leaders whether male or female. However, it is important to note that the benefit of the
quasi-experimental design is that it allows the researcher to deduce causal relationships
between the dependent and independent variables which are usually not feasible in non-
experimental studies (Howitt & Cramer, 2017; Neuman, 2014). Thus, the adoption of a
quasi-experimental design with a control group in this study consisting of employees
working under male leaders will enhance the validity of the results in establishing the

effect of female leaders in organizational effectiveness.
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Methodology

This section on research methodology for this quasi-experimental quantitative
study provides a detailed account of the population of interest, procedures for collecting
data about the study participants, the instruments for data collection, the data analysis
plan, identified threats to validity, and the ethical issues considered in the study. The
study implemented a quasi-experimental design using a crosslJsectional survey that
involved a random sample selection of workers in the Nigerian oil and gas sector. As
opined in Kesmodel (2018), the study participants provided their responses using a
structured questionnaire which supplied quantifiable data on gender effects towards their
job satisfaction and productivity. The survey responses formed the basis for the
comparative analysis of male and female leaders on their leadership effectiveness. The
study grouped the variables of interest as dependent variable (employee job satisfaction
and productivity), the independent variable (leader’s gender), and the covariates, which
included other related variables such as employee’s gender, age, level of education, and
the number of years employee had worked with the leader. These groupings provide

insights into the type of statistical analysis required for this study.

Population

The population for this study was employees of the oil and gas industry in
Nigeria. The oil and gas sector remain a critical component of the Nigerian economy,
being the largest industry in Africa. It is the major source of foreign exchange earnings

and government revenue for the country (Ajayi, 2019). The sector was largely operated
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by multinational corporations until the early 1990s when local participation became
prominent with the implementation of the Nigerian Content Directives by the Nigerian
National Petroleum Corporation (NNPC), and the passage of the Nigerian Oil and Gas
Industry Content Development (NOGIC) Act in 2010 (Ajayi, Salami, Babem, & Phido,
2014). This piece of legislation transformed the sector with a sizeable component of its
activities handled by indigenously owned companies. However, due to the lack of access
to capital and long-term funding by fully Nigerian-owned companies, the major activities
in the sector remain under the control of foreigners-owned companies.

The sector currently consists of the upstream, downstream, and service
subdivisions. The Upstream division is characterized by crude oil and gas exploration and
production; downstream majorly relates to oil refining, importation, storage and
distribution of refined oil and gas products but also includes the midstream subdivision
which consists of processing, storage, marketing and transportation of crude oil, gas, gas-
to Liquids and liquefied natural gas; while the service sub-sector comprises of
exploration support services, drilling services, and production support services, as well as
research & development (Ajayi et al., 2014). Although there are over 50 oil and gas
companies operating in Nigeria with varying workforce sizes, their methods of operations
remain relatively similar (Nwuzoh, 2018). Thus, this study drew its sample from one of
the oil and gas companies operating in the Niger Delta region of the country where most
of the activities in the sector occur. The Niger Delta region consists of states where oil
and gas exploration and production take place and these include Abia, Akwa Ibom,

Bayelsa, Delta, Edo, Imo, Ondo, and the Rivers States.
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Sampling and Sampling Procedures

In quantitative research, the investigator’s concern is on testing hypotheses
derived from theory and estimating the size of the phenomenon of interest. The process
of getting a representative sample from a population to generalize to other similar
populations is the primary aim of sampling (Etikan & Bala, 2017). Once a researcher
intends to generalize the outcome from the research participants to a larger population or
other populations with similar characteristics, the type of sampling procedures will more
often depend on theories of probability for which a participant’s (or event’s) likelihood of
being selected for inclusion in the sample is known (Alvi, 2016). Participants may be
randomly assigned to different treatments depending on the research enquiry to provide
an unbiased representation of the attributes of the population (Frankfort-Nachmias,
Nachmias, & DeWaard, 2015), but is not always the case in studies that are quasi- or
non-experimental in nature.

In this study, a simple random sampling procedure in which each employee had
an equal chance of being selected was applied to ensure that the sample generated gives a
true representative of the population of oil and gas workers (Alvi, 2016). This process
was implemented using the list of employees obtained from the participating company.
The sample selection leveraged on the assumption that every employee had worked with
a leader who is either a male or a female with the term ‘leader’ representing direct
supervisor of the employee. Based on the information obtained from the participants, the

study made inferences on the relative influence of male and female leaders on their
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subordinates with emphasis on productivity and job satisfaction which is the purpose of
this study.
Sample size determination

Generally, the choice of sample size is mostly influenced by the purpose of the
study, the population size if known, the level of precision (allowable sampling error), the
confidence level and the degree of variability in the measured attributes (Charan &
Biswas, 2013). To derive the sample size required for the results of the analysis, the study
relied on recommendations of previous studies for 0.80 statistical power (Bujang &
Baharum, 2016) and significance level for psychological studies of 0.05 (Djimeu &
Houndolo, 2016; American Educational Research Association, 2006; American
Psychological Association, 2010). In a study comparing male and female employees’
preference of leadership gender in the Nigerian public sector, Abbas and Samaila (2016)
used a sample 105 employees and found a significant effect with the effect size derived
from the Chi-square results as 0.24. In another study involving 400 bank employees in
North Cyprus, Dappa et al., (2019) in comparing leadership effectiveness on employee
job satisfaction obtained a correlation coefficient (effect size) of 0.33. Thus, based on
effect sizes derived from these two similar studies, I obtained an average effect size of
0.29 which served as the effect size for the sample size calculation in this study.

Using power analysis recommended by Field (2013) for determining sample size
for quantitative studies, the study adopted the G*Power software (Faul, Erdfelder,
Buchner, & Lang, 2009) by selecting the F-tests with MANOVA global effects as the

statistical test, statistical power of 0.80, a significance level of 0.05, effect size of 0.29,
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and set the number of groups as two. Thus, the power analysis produced the required
sample size of 38 for the study (see Appendix A for details). However, based on the need
to have a large sample size for the analysis, I over sampled by 100 percent such that the
overall sample of size of 76 participants would be sufficient to provide a reasonable
number of participants working under each leadership gender. To mitigate the risk of
non-response from the selected participants, I also adopted a round-figure of 100
employees in the oil and gas sector for the study.
Procedures for Recruitment, Participation, and Data Collection

Recruitment

The study targeted to recruit 100 participants (50 employees under male leaders,
and 50 working with female leaders) with the assistance of the Human Resource
Department of the participating oil and gas firm in the Niger Delta region of Nigeria. I
secured approval from the HR Department of the company by sending a request for
cooperation to allow their employees to participate in the study and requested for a list of
employees that can participate in the study with their contact details including the sex of
their supervisors. The company accepted to participate in the study with their employees
on the condition of anonymous participation, which implied that the names of the
company and its participating staff will not be mentioned in the research publication. The
list collected from the firm served as the survey frame which was arranged by
supervisors’ sex and formed the basis for participants’ selection through a random
selection procedure. Thus, the survey frame had two strata (male supervisors and female

supervisors). The researcher randomly selected 100 participants to respond to the survey



53

questions comprising of 50 participants from each stratum of supervisors’ gender group
above the estimated size from the power analysis to accommodate non-responses during
the survey. This selection approach ensured that I had equal representation of participants
from each gender group and eliminate any associated statistical bias.

Participation

I contacted each of the selected participants through a phone call and in some
cases using instant messages to formally invite them to participate in the study with an
explanation on what they were expected to do and the benefits of the study. The
invitation process helped me to replace selected participants that were not interested in
participating in the study to ensure that the sample size remains attainable. During this
stage of extending invitations, participants were required to indicate their preferred
method of receiving the link to the questionnaire, whether by email or through an instant
message as the questionnaire was compatible with smartphones and other devices
including a personal computer. The questionnaire was administered only to the
participants that accepted the invitation to participate in the study. All the participants
were assured of the confidentiality of their responses, which gave them the liberty to
provide suitable responses to the study questions.

Data collection procedures

I used the Google Form to design the survey questionnaire for this study as it was
easily assessible to users of smart electronic devices. As recommended by the Walden
University Institutional Review Board (IRB) to maintain anonymity of the participants

while ensuring confidentiality of information and non-duplication of responses, the link
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was sent once to each respondent. Another benefit from using Google Form was the ease
in accessing the responses in a spreadsheet format which makes data cleaning and
management easier for the investigator. The data collated through the Google spreadsheet
can easily be transferred into the SPSS software for coding and further analysis. The
consent form for the study was made the landing page on the Google Form to ensure that
each participant reads through it before accepting and proceeding to partake in the study
(see consent form approved by Walden University IRB in Appendix B). The use of the
participants’ preferred method of sharing the Google link (mobile phone or private email
addresses) was to guarantee their privacy and the confidentiality of their responses. The
survey lasted for over three months starting from April 12, 2021 to August 5, 2021, with
reminders sent to each respondent through their preferred channel of communication.
These reminders were sent twice a week to avoid over-burdening the respondents with
excessive messages. The duration for the retrieval of the questionnaire was extended
beyond the planned three weeks due to low response rate at the end of the first three
weeks coupled with the complaints about busy schedules by some of the participants. At
the completion of the survey, the responses were extracted from the Google spreadsheet,
where the responses were cross-checked, and cleaned before moving them to the SPSS
software for coding and analysis.
Instrumentation and Operationalization of Constructs

The purpose of this study was to establish the effect of female leaders in
organizational effectiveness using their relative impact on employees’ job satisfaction

and productivity compared to their male counterparts. Thus, the measurement of all the
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variables of interest were expressed quantitatively to capture their variations and provide
the input for statistical data analysis. Variables definition remain an important element in
quantitative studies (Allen, 2017), and for studies using survey techniques, the
questionnaire is the main source of capturing the relevant variables. The major
operational variables in this study were nominal and scale variables for the independent
and dependent variables, respectively. The independent variable, gender, was a nominal
variable with two categories, male and female, whereas the dependent variables job
satisfaction and employee productivity were continuous variables. Other covariates
required in the study were a mix of nominal and scale variables such as the employees’
gender, age, education in years, and number of years employee had worked with the
leader.

The study captured the employee job satisfaction index using the short form of the
Minnesota Satisfaction Questionnaire (MSQ) developed and freely distributed by the
University of Minnesota Work Adjustment Project for scholarly research. The short form
of the MSQ uses 20 items drawn from the long MSQ form based on the best measure for
each of the 20 scales. The Project Team had carried out a factor analysis of the 20 items
to validate and arrive at two major factors, Intrinsic and Extrinsic Satisfaction including
the procedure for deriving a General Satisfaction score from these two factors (Weiss,
Dawis, & England, 1967). The response categories used in the questionnaire were Not
Satisfied, Somewhat Satisfied, Satisfied, Very Satisfied, Extremely Satisfied. These
categories formed the basis for deriving the scores for each employee canvassed in the

survey as a measure of job satisfaction. In a study involving a randomly selected sample
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of 50 public service employees in Tazania, Marijani (2016) validated the MSQ and found

that the intrinsic rather than extrinsic and demographic factors influenced the satisfaction
of most public service employees. However, application of the MSQ in selected
organizations in South Africa showed that all the three factors were significant in
determining job satisfaction among employees (Buitendach & Rothmann, 2009). Thus,
the choice of the MSQ is expedient for Nigeria given its successful validation among
employees in two African countries.

Measuring workers productivity at the individual level remains an interesting area
of research as researchers adopt varying methods depending on the industry and
objectives of the research (Sauermann, 2016). However, performance self-rating by
individual employees have become a recent method adopted by scholars to estimate
workers productivity to gauge whether an individual adds value to the organization or
not. One of the popular instruments for measuring employee productivity through self-
rating is the Individual Work Performance Questionnaire (IWPQ) which was
conceptualized through a heuristic study using a systematic review derived from medical,
psychological, and management databases (Koopmans et al., 2011). It is a form of
individual self-reporting questionnaire that measures individual work performance
through self-rating (Widyastuti, & Hidayat, 2018). Dadderman, Ingelgard, and Koopmans
(2018) posit that the IWPQ is a useful instrument in measuring relationships between
employee performance, job satisfaction, and leadership styles including the effectiveness

of organizational interventions.
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The conceptual framework for the IWPQ was originally derived from four
dimensions of individual work performance comprised of task performance, contextual
performance, adaptative performance, and counter-productive work behavior with 47-
items (Koopmans et al., 2013). The questionnaire was revised to 18-items covering three
dimensions (task performance, contextual performance, and counter-productive work
behavior) with a scaled score generated for each dimension. The score for each
dimension ranges from 0 to 4 with the highest score reflecting higher task and contextual
performance and higher counter-productive work behavior (Koopmans et al., 2016). The
IWPQ was originally developed and tested in Dutch language and with Dutch workers,
and later tested in other locations such Sweden, Indonesia, and Qatar based on a
simplified version developed for cross-cultural usage and translated into American
English. The cross-cultural version achieved high reliability results with Cronbach values
ranging from acceptable (> 0.70) to good levels (>0.80) (Daderman, Ingelgérd, &
Koopmans, 2018; Syarnubi, Sembiring, Siswaya, & Zuraida, 2018; Widyastuti, &
Hidayat, 2018). The internal consistency of the 18 items of the IWPQ were validated by
Daderman, Ingelgard, and Koopmans (2018) and Koopmans, Bernaards, Hildebrandt, De
Vet, and Van der Beek, (2014) using Dutch and Swedish participants, respectively. Using
correlations with instruments having related constructs (values >0.30), they found
acceptable construct validities of the IPWQ. Thus, in measuring the second dependent
variable for this study (employee productivity), I adopted the revised IWPQ with 18-

items under the three dimensions of performance.
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This approach followed an earlier attempt by Syarnubi, Sembiring, Siswaya, and
Zuraida (2018) using the Qatar oil and gas industry. Their study adopted the IWPQ with
modifications to capture health and safety indicators in the oil and gas sector. However,
in adopting the IWPQ for the Nigerian oil and gas sector, I adapted the earlier revised 18-
items version from Koopmans et al., (2016) and Daderman, Ingelgard, and Koopmans
(2018) See Appendix D for permission to use from Koopmans. The instrument had a 5-
point rating scale consisting Seldom, Sometimes, Quite often, Often, and Always for the
task and contextual performance dimensions and Never, Seldom, Sometimes, Quite often,
Often for the counter-productive dimension. I computed the performance scores for each
participant using the rated score for each item across the dimensions. The dimension
scores were the mean score of the items. See Appendix C for the study questionnaire that

combined the MSQ, IWPQ, and other relevant variables required for the analysis.

Data Analysis Plan

I used the Microsoft Excel for the data extraction, cleaning, transformation, and
derivation of participants’ scores, and used the IBM Statistical Package for Social
Sciences (SPSS) to code the variables and carry out the statistical analysis of the survey
results. The Excel and SPSS software applications made the coding of survey responses
and analysis very convenient and easy as they come with features that assist in data
cleaning and techniques of data analysis. Frankfort-Nachmias et al. (2015) recognize the
data screening and cleaning process as an important step before the final analysis. The

data editing process involved checking for errors and omissions to ensure that
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participants completed all the relevant sections of the questionnaire and verifying any
form of inconsistencies in the responses. The data cleaning process ensured that the data
coding followed the logical consistency and that the coding of related questions remained
consistent with the study variables.

Quasi-experimental studies often focus on testing whether a variable of interest
causes an event or makes people react in certain ways to a stimulus. According to Dehejia
(2015), such studies frequently measure the variable of interest, mostly by requiring the
participants to report their beliefs, perceptions, or assessments, while the researcher uses
statistical procedures to relate the participants’ responses to measures of other variables
also influenced by the initial variable. In this study, employees in the Nigerian Oil & Gas
Sector which served as participants reported their perceptions on job satisfaction and
productivity in the workplace, which the study used to compare for difference based on
the leadership gender. Thus, the following research questions guided the analysis:

RQ1: Is there a significant difference in employee satisfaction measured by the

Minnesota Satisfaction Questionnaire based on the gender of the leader?

HO: There is no significant difference in employee satisfaction measured by the

Minnesota Satisfaction Questionnaire based on the gender of the leader

H1: There is a significant difference in employee satisfaction measured by the

Minnesota Satisfaction Questionnaire based on the gender of the leader

RQ2: Is there a significant difference in employee productivity measured by the

Individual Work Performance Questionnaire based on the gender of the leader?
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HO: There is no significant difference in employee productivity measured by the

Individual Work Performance Questionnaire based on the gender of the leader

HI1: There is a significant difference in employee productivity measured by the

Individual Work Performance Questionnaire based on the gender of the leader.

Given the nature of the study with two dependent variables and one factor
(gender) with covariates, the study adopted the multivariate analysis of covariance
(MANCOVA) technique to analyze the existence or otherwise of gender differences
relative to the employees’ job satisfaction and productivity taking into cognizance other
associated factors (covariates). The MANCOVA technique analyzes relationships
between a linear combination of dependent variables against one or more independent
variables while controlling the effect of other independent variables usually measured on
a continuous scale (Dattalo, 2013). The MANCOVA procedure tests the hypotheses
about mean differences between two or more groups of the target-independent variable
based on the values of the dependent variables that are conceptually or statistically
related (Finch, 2016; Ramos, Carolino, Oliveira, & Bicho, 2012).

The basic assumptions of MANCOVA require the use of a structured
questionnaire to generate all the variables of interest through a random probability
sampling procedure. The study derived the dependent variables (job satisfaction and
productivity) using the indexes computed from the responses of the participants on the
perception measurement scale. The independent variable (leader’s gender) had two
categories (male and female), while the covariates (employee’s gender, age, level of

education in years, and number of years employee worked with the leader) were
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continuous variables. The inclusion of the covariates was to reduce the determinant of the
error covariance matrix and thus increase the precision of the analysis (Rayalu,
Ravisankar, & Mythili, 2017). Increasing the precision makes for higher reliability of the
results in describing what happens in the Nigerian oil and gas sector on the effect of
female leaders.

The use of scale variables as dependent variables (DVs) and categorical variable
as the independent variable (IV) satisfies the MANCOVA assumption and also clarifies
how job satisfaction and productivity change with changes in the gender of leader while
controlling for the employee’s gender, age, level of education in years, and number of
years employee worked with the leader, thereby giving credence to the level of
measurements, the statistical procedure, and the level of mathematical precision expected
(Crossman, 2019; Dattalo, 2013; Hardle & Simar, 2015). The study adopted the
correlation analysis technique to establish that the dependent variables were moderately
related to each other to avoid spurious results. Researchers recommend a correlation
coefficient of r = 0.20 to 0.50 as moderate values for this type of study (Stevens, 2009;
Tabachnick & Fidell, 2012). The statistical tests confirmed the multivariate normality of
the sample data and the between-groups variance equality for a robust analysis.

Threats to Validity

The notions of validity are reflected in how well a study was conducted (its
structure), and how applicable the findings reflected the real world. According to Gundry
and Deterding (2018), a critical question that borders on validity always arise at the end

of a study as to what extent the data collected from participants align with inferences
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drawn from them. The study internal validity guarantees the covariation of the outcome
variable with the experimental variables (Frankfort-Nachmias et al., 2015). The internal
validity of a study further strengthens its external validity which considers the
generalizability of the study results or outcomes.

Gundry and Deterding (2018) identified four kinds of validity as statistical
conclusion validity, internal validity, construct validity and external validity. Statistical
conclusion validity relates to issues like statistical power and choice of suitable statistical
methods for analysis, internal validity explores whether the covariation between the
outcome and experimental variables is not influenced by other factors not captured in the
analysis. Construct validity concerns arise from the suitability of the measurement
instruments capture the relevant variables of the study, whereas external validity relates
to applicability and generalizability of the study findings in similar settings. Khorsan and
Crawford (2014) opined that a study’s internal validity is a function of a properly
demonstrated causal inference (reciprocal relationship) through the following criteria: the
cause precedes the effect in time (temporal precedence); the cause and the effect are
related (covariation), and there is no probable alternative explanation for the effect other
than the cause (non-spuriousness).

I controlled for these validity threats by ensuring the use of appropriate statistical
methods and adhering to underlying statistical assumptions with high statistical power. 1
used these tests to control for the interaction effects of selection biases and the
experimental variable such that the sample and outcome measures used in the study

accurately operationalize the constructs under investigation, and any observed
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correlations held across settings and measures, ensuring the generalizability of the study
results (Mohajan, 2017). The inclusion of covariates in the analysis was to mitigate the
internal validity threat arising between the dependent and independent variables, whereas
the scores generated from the standardized and tested questionnaires, the MSQ and
IWPQ, eliminated any form of construct validity in the study.
Ethical Procedures

The protection of participants and the application of appropriate ethical principles
remain vital in all research studies (Arifin, 2018). In this study, ethical considerations was
a top priority due to the nature of the study. Participants were required to voluntarily
consent to be part of the study and received enough information to enable them to
understand the study requirements including the benefits of participating. The study
details were adequately simplified in non-ambiguous terms so that participants were able
to comprehend the information and provide consent or decline from participating in the
study in line with the National Code of Health Research Ethics for the conduct of
research involving human participants in Nigeria (National Health Research Ethics
Committee of Nigeria, 2007). In line with the Walden University Institutional Review
Board (IRB) requirements which conforms with Nigeria National Code on handling
human subjects in research, I undertook the CITI certification program on handling of
human participants in research (see Appendix E). By these requirements, I ensured the
anonymity of responses and protected the confidentiality of the participants in the data

collection, analysis, and reporting of the study findings.
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Summary

This chapter provided a detailed insight on how the use of quasi-experimental
design and the application of multivariate analysis of covariance (MANCOVA) assisted
me in actualizing the objective of estimating the effect of female leadership on
organizational effectiveness in the Nigerian oil and gas sector. The use of two-scale
measured dependent variables (DVs), a categorical independent variable (IV), and other
covariates satisfied the MANCOVA requirements and provide statistical evidence on
how employee job satisfaction and productivity varied due to the leader’s gender while
controlling for other factors. The sampling procedure was robust enough to allow for
generalization from a representative sample about the population other than the selected
participants. This objective was possible based on strict adherence to the variable

measurements, statistical procedures, and mathematical precision in the analysis.
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Chapter 4: Results

Introduction
The purpose of this quantitative study is to examine whether female and male
leaders differ in terms of subordinate job satisfaction and performance in the Nigerian oil
and gas sector. Using a quasi-experimental quantitative design, the study attempts to
answer the following research questions based on the analysis of the responses received
from selected employees from a firm operating in the sector:
RQ1: Is there a significant difference in employee satisfaction measured by the
Minnesota Satisfaction Questionnaire based on the gender of the leader?
HO: There is no significant difference in employee satisfaction measured by the
Minnesota Satisfaction Questionnaire based on the gender of the leader
H1: There is a significant difference in employee satisfaction measured by the
Minnesota Satisfaction Questionnaire based on the gender of the leader
RQ2: Is there a significant difference in employee productivity measured by the
Individual Work Performance Questionnaire based on the gender of the leader?
HO: There is no significant difference in employee productivity measured by the
Individual Work Performance Questionnaire based on the gender of the leader
HI1: There is a significant difference in employee productivity measured by the
Individual Work Performance Questionnaire based on the gender of the leader.
Given the nature of the study with two dependent variables and one factor
(gender) with covariates, I adopted the multivariate analysis of covariance (MANCOVA)

technique (Dattalo, 2013; Finch, 2016; Ramos, Carolino, Oliveira, & Bicho, 2012), which
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I had earlier proposed to analyze the existence or otherwise of gender differences in
generating organizational outcomes based on the productivity and job satisfaction level of
the employees considering other confounding factors (covariates). Prior to this analysis,
the researcher carried out a descriptive analysis of the data collected from the study
participants to enable me observe patterns and similarities in behavior relative to the
different demographic characteristics of the respondents. Some of the descriptive
evidence were presented in the form of tables and charts to depict the narratives portrayed
in the data.
Data Collection

Following the approval for me to commence the final phase of my study by the
Institutional Review Board (IRB) of Walden University, I started the data collection
process on March 29, 2021. First, I reached out to the oil and gas firm that had agreed to
cooperate with me in the study and requested for the list of their employees with their
contact details (email and phone numbers) and the gender of their immediate supervisors.
The list served as the sampling frame for the study. Based on my earlier sample size
estimation of 100 participants, 50 from each group, I used the simple random sampling
technique to select from each group. In other words, I selected 50 employees from those
supervised by females and same number from among the staff supervised by the males. I
sent out invitations to the selected participants on April 12, 2021, which contained the
link to the study questionnaire. Each participant was expected to read through the consent
form which was the landing page of the questionnaire before proceeding to respond to the

survey. Due to anonymity of the responses, reminders were sent to all the participants at
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the end of each week with a caveat to ignore the reminder for those that had responded.
The survey lasted till July 30, 2021, with a total of 81 responses producing a response
rate of 81.0 percent. Out of the 81 responses received in the survey, 25 responses came
from employees working under female supervisors, whereas 56 responses came from
those working with male supervisors. The number of responses from the male-supervised
group exceeded the sample size of 50, which was attributable to issues emanating from
changes in supervisors during the survey from female to male supervisor.
Results of the Data Analysis

This section provides the details of the analysis carried out on the responses
received from the participants to answer the research questions for this study including a
descriptive presentation of the findings and few characteristics of the respondent
employees.
Descriptive Analysis

The descriptive analysis was used to reflect the basic characteristics of the
respondents such as their gender distribution across the two supervisory gender roles,
respondent’s level of education, and age group. Also, a descriptive representation of the
employees’ outcomes in terms of productivity and job satisfaction were analyzed.

Out of the 81 participants that completed the survey, 46 of them were male
employees while 35 were females. The responses indicated most of the employees
working with both female and male supervisors were males, 52.0% and 58.9%,

respectively. However, when compared with their female counterparts, a greater
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percentage of the female employees worked under female leaders (48.0%) compared to
41.1% of females working under male supervisors (Table 1).

Table 1.

Percentage Distribution of Employees by Supervisor’s Gender

Supervisor's gender

Female Male

Respondent Male 52.0 58.9
gender Female 48.0 41.1
Total 100.0 100.0

The larger proportion of the respondents (55.6%) hold a master’s degree followed
by those with a bachelor’s degree (40.7%), whereas employees with a doctorate degree
constituted 3.7% of the respondents. The male respondents were mostly master’s degree
holders (60.9%) same pattern as the female respondents with 48.6%. However, the
proportion of female respondents with doctorate degree was higher at 5.7% than their
male counterparts at 2.2% (Table 2).

Table 2.

Percentage Distribution of Employees by Educational Level and Gender

Respondent gender

Male Female Total
Lof Bachelor's degree 37.0 45.7 40.7
Leve (_) Master's degree 60.9 48.6 55.6
education
Doctorate 2.2 5.7 3.7

Total 100.0 100.0 100.0
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Majority of the respondents (74.1%) covered in the survey were of the 30 — 45

years old age-group and mostly male employees (82.6%). The female respondents had
more employees aged above 60 years (5.7%).
Table 3.

Percentage Distribution of Respondents by Educational Level

Respondent gender

Male Female Total
Respondent less than 30 years 0.0 17.1 7.4
age 30 —45 years 82.6 62.9 74.1
46 — 60 years 17.4 14.3 16.0
above 60 years 0.0 5.7 2.5
Total 100.0 100.0 100.0

Results from the Multivariate Analysis of Covariance (MANCOVA)

This sub-section used the multivariate analysis of covariance (MANCOVA) to
evaluate the effect of the female gender on organizational outcomes (employees’
productivity and job satisfaction). The benefit of using the MANCOV A was the potency
to accommodate the interactions between the two dependent variables (productivity and
job satisfaction in this case) across the two gender groups while accounting for the
presence of the covariates (Dattalo, 2013; Field, 2017). Prior to the analysis, the two
dependent variables, productivity and job satisfaction, were tested for relevant statistical
assumptions including the normality and multicollinearity assumptions on the dependent
variables and homogeneity of covariance across the two gender groups. Field (2017)
posits that since the SPSS cannot execute multivariate normality tests, the univariate
normality for each dependent variable would suffice “because univariate normality is a

necessary condition for multivariate normality” (p.1096). Thus, the univariate normality
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test was applied for the two dependent variables and the correlation of the two continuous
variables was used to check for the presence of multicollinearity. The Box and Levene
tests were used to test the assumptions for multivariate homogeneity of variance and
homogeneity of error variances across gender groups, respectively.

The result of the normality tests for the dependent variables indicated that the
employee job satisfaction score was normally distributed based on the Kolmogorov—
Smirnov test with D(81)=.098, p=.051, whereas the employee productivity score was not
normally distributed D(81)=.119, p=.006. The non-significance of the normality test for
the productivity score was not expected to affect the outcome of the multivariate analysis

due to the large sample size in line with the central limit theorem.

Table 4.
Test of Normality
Kolmogorov-Smirnov
Statistic df Sig.
Job satisfaction score .098 81 .051
Employee Productivity score 119 81 .006

Further investigation of the assumptions required for the MANCOV A model
indicated that the two dependent variables were significantly correlated at p < .05 level of
significance with a correlation coefficient of 0.57. This level of relationship was however
expected given the nature of the variables coming from the same employees but was not
sufficiently large to affect the outcome of the multivariate analysis.

As required for the test of multivariate homogeneity, the Box test for equality of

covariance matrices was not significant F(9,14932.13)=1.214, p = 0.281, which connotes
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equal covariance across the two dependent variables. The Levene homogeneity test for
equality of error variances of the dependent variables were not significant, F(3,77)=.565,
p = 0.640 for employee productivity and F(3,77)=.300, p =.825) for employee job
satisfaction. With the validation of these assumptions for the MANCOVA analysis, the
next step was to evaluate the SPSS results of the analysis.

Table S.

Levene's Test of Equality of Error Variances

F dfl df2 Sig.
Employee Productivity score .565 3 77 .640
Job satisfaction score .300 3 77 .825

Using the SPSS general linear model (GLM) technique, I specified the
MANCOVA model for the two dependent variables (employee productivity and job
satisfaction), whereas the gender of the employee and supervisor served as the grouping
variables. I also included the following covariates: employee’s level of education, age,
and number years worked with immediate supervisor. The result indicated that only the
supervisor’s gender could influence the dependent variables as indicated in the outcome
of the multivariate tests using Pillar’s trace, Wilk’s Lambda, Hotelling, and Roy’s largest
root which were all significant F(2,73) = 4.005, p = 0.022, but not significant for
employee gender F(2,73) = 1.446, p = 0.242. None of the covariates were significant in
influencing the dependent variables considering the independent gender groups.
However, the number of years worked with supervisor was significant at p <.10 level of

significance in influencing the dependent variables F(2,73) = 3.000, p = 0.056. The
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partial eta squared measuring the effect of the female leader was small at 0.10 on
employee outcomes.
Table 6.

Result of the Multivariate Tests

Effect Value Sig. Partial Eta Squared
Worked with Supervisor Pillai's Trace .076 .056 .076

Wilks' Lambda .924 .056 .076

Hotelling's Trace .082 .056 .076

Roy's Largest Root .082 .056 .076
Supervisor gender Pillai's Trace .099 .022 .099

Wilks' Lambda 901 .022 .099

Hotelling's Trace 110 .022 .099

Roy's Largest Root .110 .022 .099

Further evaluation of the result using the tests of between-subjects effects
indicated that the female leadership gender influences employees’ productivity
F(1,74)=7.751, p=.007 with a small effect size of .095 but does not impact employee job
satisfaction F(1,74)=1.145, p=.288. Among the covariates, only the number of years
employee had worked with immediate supervisor was significant in influencing
employee’s productivity F(1,74)=4.921. p=.030. Thus, employee gender, age, and
educational level were not significant predictors of organizational outcomes.

Table 7.

Test of Between-Subjects Effects — Model 1

Source Dependent Variable F Sig. Partial Eta Squared
Worked with Supervisor Employee Productivity score 4921 .030%* .062

Job satisfaction score 132 718 .002
Supervisor gender Employee Productivity score 7.751  .007** .095

Job satisfaction score 1.145 288 .015

Employee gender Employee Productivity score 2927  .091* .038
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Job satisfaction score .827 .366 .011

** significant at p < .05.
* significant at P < .10

I also eliminated the covariates from the model to observe if the gender groups of
the supervisors and employees will influence the organizational effectiveness through
employee productivity and job satisfaction. The result of the analysis was very similar
with the earlier MANCOVA with covariates, with only the female leadership gender
having a significant influence on the employee’s productivity F(1,77)=5.699, p=.019.
However, at the p<.10 level of significance, the employee’s gender was found to be a
predictor of employee’s productivity F(1,77)=3.073, p=.084 in the absence of the
covariates.

Table 8.

Tests of Between-Subjects Effects — Model 2

Source Dependent Variable F Sig. Partial Eta Squared
Supervisor gender Employee Productivity score 5.699 .019%* .069
Job satisfaction score .995 322 .013
Employee gender Employee Productivity score 3.073 .084* .038
Job satisfaction score .650 423 .008
** significant at 5%
* significant at 10%
Summary

The objective of this section was to evaluate the research questions based on the
responses received from the study participants. The anecdotal evidence may tend to
postulate that the effectiveness of organizations operating in the Nigerian oil and gas
sector would be propelled majorly by the actions of its male leaders due to the dominance

of the males in the industry. However, this study set out to establish the effect of female
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leaders within the oil and gas firms in promoting positive organizational outcomes. Thus,
using the multivariate analysis of covariance (MANCOVA) technique, the section
presented both the descriptive and causal evidence that the presence of female leaders in
the oil and gas firm covered in this study was significant, as the effect of the female
supervisors influenced the productivity levels of the employees but did not impact their
job satisfaction levels. The analysis further indicated that the number of years that
employees had worked with a supervisor could be an important covariate that influences
the extent of the effect. These analyses have far-reaching implications on what currently
obtains in the Nigerian oil and gas sector which operates with high rate of male-
dominance but has been proved to derive higher productivity through the female leaders

in the industry.
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Chapter 5: Discussion, Conclusions, and Recommendations
Introduction

The purpose of this quantitative study is to examine whether female and male
leaders differ in terms of subordinate job satisfaction and productivity in the Nigerian oil
and gas sector. Although there was anecdotal evidence that the sector thrives due to its
male-dominated nature, the outcome of the study has shown otherwise.

In summary, the outcome of the data analysis using the MANCOVA technique
indicated that the actions of the female leaders in the industry influences the productivity
levels of the employees considering other factors such as the number of years that
employee had worked with the female leader, employee’s age, gender, and level of
education. I will further elucidate the result from the analysis with existing knowledge in
the subsequent sections of this chapter.

Interpretation of the Findings

As earlier stated in Chapter 2, this study draws inspiration from the meta-analyses
conducted by Paustian-Underdahl, Walker, Woehr (2014) on gender and leadership
effectiveness, where they concluded that there was no difference in leadership
effectiveness between the two gender groups irrespective of the context. Thus, this study
had set out to establish the effect of female leaders in engendering organizational
effectiveness when compared with their male counterparts in the Nigerian oil and gas
sector. This inspiration was further propelled by the resistance to gender diversity in the
oil sector (Williams, Kilanski, & Muller, 2014) and unequal opportunity for female

employees to lead in the Nigerian oil and gas sector (Ismail & Ibrahim, 2008). In
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actualizing this inspiration, the study digressed from the subjective measures used by
previous studies (Eagly, 2013) in exploring organizational effectiveness by adopting
objective measures of performance such workers’ productivity and job satisfaction. Thus,
filling the gap in literature about measuring gender leadership effectiveness in
organizations and particularly in the oil and gas sector.

The outcome of the multivariate analysis applied in this study to compare the
leadership effect of the female versus the male leaders indicated that the female leaders in
the Nigerian oil gas sector impacted on employees’ productivity more than their male
counterparts. This result agrees with the findings of Ranganathan and Shivaram (2017)
using the Indian garment industry, where they found that workers performed optimally
under female supervisors than those working under male leaders. They argued that this
effect was possible due to the attitude of female leaders to go an extra mile in motivating
their subordinates by attending to their personal challenges apart from work-oriented
issues. This approach tends to create a bond between the leader and led which is not
usually the case with male leaders who often operate task-oriented leadership styles. This
finding is most agreeable in the Nigerian context given the cultural attachment to family
and social groups which often puts unwarranted pressure on some employees apart from
the ones experienced in the workplace.

On the other hand, employees’ job satisfaction was not significantly impacted by
the activities of female leaders in the Nigerian oil and gas sector when compared with
their male counterparts. This finding goes to confirm earlier assertions by scholars that

employees’ job satisfaction indirectly affects organizational effectiveness through its
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impact on workers’ productivity (Agbionu, Ogadi, & Agbasi, 2013; Amah, 2013; Saks,

2008; Schaufeli & Bakker, 2004). These studies posit that motivated and happy
employees usually possess higher sense of organizational ownership with the propensity
to contribute to the organizational goals and effectiveness. Thus, deriving from Fitch and
Agrawal (2015) which concluded that female leaders were more engaging and applies
problem solving leadership styles, they tend to promote employee confidence and
satisfaction in the workplace which transmits into improved productivity and
organizational effectiveness.
Limitations of the Study

One of the limitations in this study based on the outcome of the analysis was
inadequacy of the sample size of 80 participants below the estimated size of 100
participants. In addition, most of the respondents were working with male leaders. Thus,
the small sample size of employees working with the female leaders was not sufficient to
accommodate the covariates in the MANCOVA framework using the SPSS, thereby
affecting the statistical validity of the result. A more robust sample size in subsequent
studies of this nature would enable the investigator to detect the least effect with
considerable statistical validity. The study was also limited by the ability of the
investigator to collect data from more than one firm in the sector. Due to resource
constraints, the study utilized data collected from the employees of a single firm

operating in the Nigerian oil and gas sector.
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Recommendations

The male-dominated nature of the Nigerian oil and gas sector was reflected in the
outcome of the survey results. Despite the efforts made to ensure a balanced design in the
sample size for the study using the list of employees and their supervisors provided by
the partnering firm, the outcome showed that most of the respondents were working with
the male supervisors. Thus, the need for more robust sampling approaches to detect the
least effect of female leaders on organizational effectiveness. The use of employees from
multiple firms will be ideal for subsequent investigations in the Nigerian oil and gas
sector to minimize the attrition effect on the design from employees working with female
supervisors. This recommendation, however, will require more resources including time
to reach out to larger group of employees in the sector.

Given the finding from the study which corroborates with existing findings on the
effect of female leaders in promoting organizational effectiveness by enhancing
employees’ productivity, it becomes expedient for firms operating in the Nigerian oil and
gas industry to exploit the capabilities of their female employees more than they are
currently doing. The body of literature reviewed in this study has shown that female
leaders possess requisite soft skills and transformational leadership styles that produces
more effective organizations particularly, in the cultural context found in Nigeria. The
adoption such practices of given equal opportunities to women in the industry to led will
attract more of such soft skills and build a body of transformational leaders for the
industry. It will further engender higher gender diversity in the sector and eliminate the

glass ceiling existing for female workers in the industry.
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Implications

The increased attention on gender diversity in the Nigerian business space and
corporate world has become necessary to create more value from the growing population
of females in the country. Currently, population estimates for Nigeria indicates a 50:50
gender ratio which necessitates the need to optimally harness the female potentials
available in labor force. More so, the oil and gas sector remain a prominent economic
sector in the country as a major source of government revenue, foreign exchange
earnings, and job creation. Thus, the sector needs to leverage on the existing population
structure to actualize its organizational outcomes.

The positive social change implication of this study is the evidence to support
increased women participation in the operations of the Nigerian oil and gas sector and
specifically, granting them the opportunities to lead in the sector. Occupying leadership
positions to drive organizational goals and effectiveness starts through the rudimentary
process of leading from the bottom. Using employees working with different strata of
supervisory leadership in a Nigerian oil and gas firm, this study has shown that these
female leaders at their various levels of supervision has engendered improved employees’
productivity more than their male counterparts who are more in number. Thus, human
resource and I-O professionals working in the Nigerian oil and gas sector including
similar jurisdictions can leverage on the outcome of this study to make informed
decisions on employee hiring and placements including justifications for promotions and

appointments.
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Summary

The main objective of this study was to establish that female leaders in the
Nigerian oil and gas sector can competently lead and engender higher organizational
outcomes as much as their male counterparts if not more. Relating the results from the
data analysis with the existing findings in the literature, this chapter has justified the
objective of the study. The attainment of the study objectives was further enhanced with
the recommendations for subsequent attempts in this regard and identification of valid
positive social change implications of the study for the sector and the

industrial/organizational psychology field in Nigeria and across the globe.
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Appendix A: G*Power Analysis
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Appendix B: Participants Informed Consent Form

CONSENT FORM

You are invited to take part in a research study to establish the effect of female leaders on
organizational effectiveness in the Nigeria oil and gas sector. The researcher is inviting you as an
employee in the Nigeria oil and gas sector to participate in the study. I obtained your contact
information from the HR Department of your organization. This form is part of a process called
“informed consent” to allow you to understand this study before deciding whether to take part.
Please, note that I will need at least 50 completed responses for this study. This study is being
conducted by a researcher named Kadilo Badom, who is a Ph.D. student at Walden University,
U.S.A.

Background Information:

The purpose of this study is to examine whether female and male leaders differ in terms of
subordinate job satisfaction and performance in the Nigerian oil and gas sector.

Procedures:

If you agree to be in this study, you will be asked to:
e Respond to a questionnaire on your job satisfaction level and performance/productivity.
e Respond to basic demographic questions about yourself.

The survey will take about fifteen (15) minutes to complete. See sample questions at the end of
this form before proceeding with the survey.

Voluntary Nature of the Study:

This study is voluntary. You are free to accept or turn down the invitation. No one in your
organization including your supervisor(s) will treat you differently if you decide not to be in the
study. If you decide to be in the study now, you can still change your mind later. You may stop at
any time.

Risks and Benefits of Being in the Study:

Being in this type of study involves some risk of the minor discomforts that you encounter in
daily life, such as fatigue, stress or becoming upset. Being in this study would not pose a risk to
your safety, wellbeing, or job security.

This study asks personal questions concerning your opinion of your supervisor and workplace,
your job satisfaction and your opinion of your own performance. For this reason, please take the
survey in a private location away from your workplace on a device owned and maintained only
by you. Please note that this survey is completely anonymous meaning nobody — not even the
researcher — will be able to know who participated or connect any survey responses to any
specific individual. Please feel free to skip any questions you do not want to answer.

There are no direct benefits to participants in this study. However, the ability to gauge employee
job satisfaction and performance under male and female supervision will help the Nigerian oil
and gas industry understand if there are significant employee differences based on leadership
gender in the industry hierarchy.

Payment:
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There are no costs for being in this study. You will not receive any compensation for taking part
in this study.

Privacy:

The study is completely anonymous; therefore, you are not required to provide any information in
the questionnaire that will reveal your identity. The results of this study will not share any
information that will reveal an individual participant. Details that might identify participants, such
as the participating organizations, also will not be shared. The researcher will not use your
personal information (which is not required in the responses) for any purpose outside of this
research project. Data will be kept secure by the researcher in a well-protected computer system
away from unauthorized access. Data will be kept for at least five years, as required by the
university.

Dissemination:

Please, note that the researcher will provide a 1-2-page summary of the study findings through the
Nigerian women in business website (https://wimbiz.org/) and will also share the summary with
the HR department of the your organization for further dissemination to all employees.

Contacts and Questions:

If you have any questions regarding this study you may contact the researcher via phone on 0803
960 3067 or email: kadilo.badom@waldenu.edu If you want to talk privately about your rights
as a participant, you can call the Research Participant Advocate at my university at +1 612-312-
1210. Walden University’s approval number for this study is 03-22-21-0271707 and it expires on
March 21, 2022.

You might wish to retain this consent form for your records. You may ask the researcher or
Walden University for a copy at any time using the contact information above.

Obtaining Your Consent

If the study purpose and requirements are clear, please complete the survey by clicking the Next
button.

Sample questions:

® a.Whatis your gender?[ | Male [ ] Female
® b. What is your highest educational level?
[ ]Primary [ ]Secondary [ ] Bachelor’s degree [ ] Master’s degree []
Doctorate
Task performance: In the past 3 Seldom  Sometimes Quite often Often
months...
1. lwas able to plan my work so that |
finished it on time.
2. | keptin mind the work result | needed
to achieve.
3. Iwas able to set priorities.

Always
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Appendix C: Study Questionnaire

Employee Job Satisfaction and Performance in the Nigerian Oil & Gas Sector in 2020

Study Questionnaire

Instructions

The following questions relate to how you carried out your work during the past 3 months. In order to get an
accurate picture of your conduct at work, it is important that you complete the questionnaire as carefully
and honestly as possible. If you are uncertain about how to answer a particular question, please give the best
possible answer. The questionnaire will take about 10 minutes to complete. The questionnaire is completely
anonymous, your response will not be seen by your supervisor(s) or colleagues. Thank you.

Respondent’s Background

Respondent’s gender | | Male [ ] Female

Respondent’s highest educational level

[ ] Primary [ ] Secondary | | Bachelor’s degree | | Master’s degree [ ] Doctorate

Respondent’s age

[ ]lessthan 30 years | |30 —45 years [ ]46 —60 years [ ] above 60 years
Supervisor’s Background

Supervisor’s gender [ ] Male [ ] Female

Number of years/months working with supervisor years / months

Employee Perception on Job Performance

Task performance: In the past 3 Seldom  Sometimes Quite often Often
months...

1. I was able to plan my work so that |
finished it on time.

2. | keptin mind the work result | needed
to achieve.

3. lwas able to set priorities. O O (| (|

4. |was able to carry out my work
efficiently.

5. I managed my time well. O c (- (.
Contextual performance: In the past 3 Seldom  Sometimes Quite often Often
montbhs...

6. On my own initiative, | started new
tasks when my old tasks were ] - C (-
completed.
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7. ltookon .challengmg tasks when they - = = O
were available.

8. I worked on keeping my job-related — - = - -
knowledge up-to-date.

9. | ked on keepi k skills up- — = = —

worked on keeping my work skills up - - . - -

to-date.

10. | came up with creative solutions for - O = = -
new problems.

11. |took on extra responsibilities. (. O (. O 0O

12. | continually sought new challenges in - . - = —
my work.

13. lactivel ticipated i ti - — — — —

actively par |C|p'a ed in meetings - I ] - -

and/or consultations.
Counterproductive work behavior: In Never seldom Sometimes Quite Ofte
the past 3 months... often

14. | compla.uned about minor work- O - O = -
related issues at work.

15. | made problems at work bigger than - 3 - - O
they were.

16. |focused on the negative aspects of
situation at work instead of the (. O (. (. O
positive aspects.

17. | talke.d to colleagues about the O O o = O
negative aspects of my work.

18. |talked to people outside the
organization about the negative (| (- (. (. (I
aspects of my work.

Employee Perception on Job Satisfaction

On my present job, this is how Not Somewhat Satisfied Very Extremely
| feel about... Satisfied Satisfied Satisfied  Satisfied

1. Belnf?r able to keep busy all - O O ] =
the time

2. The.chance to work alone on - - — -
the job

3. Th.e chance t<‘) do dlfferent O - = —
things from time to time

4. The chance to Ic‘)e somebody - O - - —
in the community

5. The way my boss handles - O - - -

his/her workers
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11.

12.

13.

14.

15.

16.

17.
18.

19.

20.

On my present job, this is how
| feel about...

The competence of my
supervisor in making
decisions

Being able to do things that
don't go against my
conscience

The way my job provides for
steady employment

The chance to do things for
other people

The chance to tell people
what to do

The chance to do something
that makes use of my abilities
The way company policies are
put into practice

My pay and the amount of
work | do

The chances for advancement
on this job

The freedom to use my own
judgment

The chance to try my own
methods of doing the job

The working conditions

The way my co-workers get
along with each other

The praise | get for doing a
good job

The feeling of
accomplishment | get from
the job

Not
Satisfied

0

OO0 00000 D0

O

00

O

0

Somewhat
Satisfied

-

O

O

O

O

O

0

O

O

O

000

O

0

Satisfied

-

O

0

0

0

O

O

0

O

O

000

O

O

Very
Satisfied

-

0

O

O

O

O

O

O

O

O

000

O

0
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Extremely
Satisfied

-

0

O

O

O

O

O

O

O

O

000

O

O
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Appendix D: Permission to Use IWPQ

From: Koopmans, L. (Linda) <linda koopmans@tno.ni>

Sent: Wednesday, 17 March 2021, 14:48

To: Kadilo Badom

Subject: RE: Permission to use IWPQ

Dear Kadilo,

You have my permission to use the IWPQ in your research. Please find the manual of the IWPQ attached!
Kind regards,

Dr. Linda Koopmans

From: Kadilo Badom <kadilo badom@uwaldenu.edu>

Sent: dinsdag 16 maart 2021 22:03

To: Koopmans, L. (Linda) <linda koopmans@tno.nl>

Subject: Permission to use IWPQ

Dear Linda,

My name is Kadilo Badom a PhD student from Walden University.

Kindly grant me permission to use the IWPQ for my doctoral research for the collection of data from my participants in Nigeria.

Regards,
Kadilo



Appendix E: CITI Certificate

Completion Date 07-Jan-2021
Expiration Date N/A
Record ID 40235216

g&CITT

<8 PROGRAM

This is to certify that: ‘
w

KADILO BADOM

Has completed the following CITI Program course: Nat valid for renewal of certification

through CME.

Student's
{Curriculum Group)
Doctoral Student Researchers
(Course Learner Group)
1 - Basic Course
(Stage)

Under requirements set by: C I I I
Walden University

Collaborative Institutional Tralning Initiative

Verify at www._citiprogram.org/verify/?wBc9612a7-e0a8-43cd-ae2f-65c4d0fe7a1a-40235216

117



	The Effect of Female Leadership on Organizational Effectiveness in the Nigerian Oil and Gas Sector
	/var/tmp/StampPDF/VHTBd9i5_Z/tmp.1690234562.pdf.Yky9E

