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Abstract The recent financial crisis that hits the global market and cripple a lot businesses around the world is not without
its causes. One of this causes is the role of the leadership or management in organisations. Recent business scandals that hit
countries like American companies that were hit hard and other nations had been attributed to leaders or management greed,
malpractices and unethical attitudes from the side of the leadership. This objectives of this study is aimed at examining the
relshionship between the leadership self efficacy, effective leadership behaviour and managerial job performance.. Part of
what is considered in this study is wether self discipline, perceived credibility, serve, challenge and involve LSE are related to
task and contextual managerial performance with a mediating effect of effective leadership behaviour.
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1. Introduction

Organisational performance in general or its success/
failure in particular had been generally or in part been
attributed to the managerial job performance of the leaders in
the organisation. It is argued that the effective performance
of today’s organizations depends on its ability to survive in
other as to perform its stated objectives and mission so as to
maintain its favorable earnings towards the sustenance of the
value of its asset (Yukl, 2008). Nigeria’s banking sector
witness a robust growth in 2007 even though the
consolidation by the carried out by the Nigeria’s central
bank which reduce the number of banks to 25. In 2007, the
central govenor of Nigeria then reported that as a result of
the banks consolidation which was carried out, the banking
sector is now efficient, strong and healthy. He affirmed that
over 1 billion dollars of foreign direcrt investment had gone
into the sector within 12 months, non perfoming loans have
decrease, total deposits incresed. The banking sector
becomes one of first ten in Africa among the fast growing
banks worldwide. The banks makes expansion around the
globe and improve in technology hence most of them
receive national and international awards of excellence
(Cowry research, 2009).

Subsequently, the Nigerian economy went into a situation
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that lead it to falter to which it experience a crisis situation
which is triggered by the global events as the Nigeria stock
market collapse by 70% in 2009. Thus most of the banks had
to be rescued as they are recording deteriorating performance
(Sanusi, 2010). This a direct result of leadership meltdown in
the banking sector (Awoyemi, 2009; Proshare, 2009). Thus
the central bank governor of Nigeria (CBN) directed the
removal of 5 bank leaders that resulted to the deteriorating
performance of their banks as only 4 banks in Nigeria were
ascertained to be strong. Sanusi (2010) observed that as the
Nigerian banks thus rapidly grew in size and complexity but
unfortunately their board and managers do not perform their
functions as they were carried away by the sence of
wellbeing on the year after yaer growth in assats and profits.
Furthermore, the banks boards and executives were not
equiped to run their institutions hence not acquainted with
their managerial job roles. Yukl (2008) argued that one of the
major problem to leaders influence on performance is the
oversight by the leaders towards their organisations
performance determinants.

As a result of the central role position they occupy within
their group, leaders are often associated with the
performance of their team or organization based on the
contribution they offer in their managerial role (Lord &
Mabher, 1991; Phillips & Lord, 1981; Giessner, Knippenberg
& Sleebos, 2009). Thus the impact people have in leadership
position in the society is undoubtedly great as their actions
may determine to a large extent the performance of their
organizations (Giesner et al, 2009). McCloy, Campbell, and
Cudeck (1994) defined performance as those behaviours or
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the actions that are in sum relevant to the goals and
objectives of the organisation. Furthermore, they argued that
performance is not the outcome, consequence, result of the
behavior or the action, rather performance is the action itself.

However, the managerial job performance of the leaders
in the Nigerian banking industry needs to be ascertained
i.e.their task and contexual performance as the success of
this sector is attached to the ability and perfomance of the
management. As such this study recommends the
identification of the management of their ability to perform
their task and contexual roles as submitted by Borman and
Motowidlo (1993).

Most of the personnel research in the past had considered
job performance factor in a single job performance factor (eg
Campbell, McCloy, Oppler & Sager, 1993) hence relying on
a singular factor model have impeded progress in
understanding predictor criterion relations (Campbell et al.
1993; Conway, 1996). Rodney A. McCloy, John P.
Campbell, and Robert Cudeck (1994) assumed that virtually
all performance in any job is multidimentional and at the
same time the substantive content of performance can be
discused in terms of basic dimensions such as identified in
job description and task analysis. Semader et al (2006)
conducted their study by using a single item measure to
assess managerial performance therefore it does not address
the multidimensionality of job performance. They also
sugested that they did not measure the dual dimensions of
performance measure hence accounting for the multidimens
ional aspects of managerial job performance is certainly an
important avenue for future research direction. It was also
observed by Paglis (2010) that the weaker result from the
work of Semader et al (2006) could be best explained from
the inconsistency between the scope of the LSE and
performance measures as they used a single-item overall
performance appraisal score to measure managerial
performance (Paglis, 2010).

Based on the managerial issues and the research/theoritic
al gaps ascertained from the background, this study intends
to study the managerial job performance of Borman and
Motowidlo (1993) task and contexual performance as
suggested by Semader et al (2006). Secondly, still based on
the managerial issues in relation to the leaders deceptive
behaviours, this study will consider self discipline, serve,
involve, project credibility and challenge LSE as suggested
by Anderson et al (2008). This study is aimed at determining
the influence of LSE on managerial job performance, thus
this study intends to achive a specific objective of
determining the influence of leadership self-efficacy on
managerial job performance

2. Methodology

The theoretical underpinning of this study is self-efficacy

theory. In the context of self-efficacy theory, perceived self
efficacy operates as as central factor that acts in the
self-regulatory  mechanisms which governs human
motivation and actions (Bandura & Wood, 1989) hence the
stronger a person’s perceived self-efficacy to achieve a
certain level of performance, the higher the persons set goals
for themselves and thus they become firm to such
commitment on such goals (Bandura & Wood, 1989).

This paper is the outcome of a data collection of an
ongoing research, thus it reports the factor analysis and the
reliability of the instruments under study. This study uses the
questionnaire form of data collection. Questionnaires are
designed to measure attitudes which also allows respondents
to give their indication on how they strongly agree or
dis-agree with a statement that are made based on the ranges
of positive to negative rating on an attitudinal object
(Zikmund, 2010). In this case, 1000 questionnaires were
administered face to face by the researcher. Before then, the
questionnaire was sent to experts for face validity and
suggestions. This questionnaire consist of questions that
covers the the variables considered in this study which are
managerial job performance (task and contexual
performance)’ Leadership self efficacy with five dimensions
(self discipline, serve, project credibility, challenge and
involve LSE) and the mediating effect which is effective
leadership behaviour. This questionnaire gives the
respondents options based on the 5 point Likert style. This
options ranges from (1) unable; (2); “low” (3); “moderate”
(4); “high” (5); “certain”. Thereafter, the reliability test was
conducted.

3. Results

This study uses SPSS version 16 for the purpose of
conducting the analysis. In the first place, the data collected
were screened and imputed into the SPSS software. Out the
457 questionnaires considered for the analysis, 44 cases
turned to be outliers, hence they were deleted and not
considered for the in the analysis. The next step was the
factor analysis and reliability test based on variables
considered in this study. The first is the independent variable
which is leadership self efficacy. The independent variable
contains five dimensions and in measured by 24 items i.e.
self discipline (4), involve (5), serve (5), perceived
credibility (5) and challenge (5) LSE. As a result of the factor
analysis, 4 items were deleted thus making 20 items to
measure LSE. For the number of Items, KMO and Bartlett's
Test and Cumulative (see table 2). Reliability test was then
conducted on the dimensions and the result shows self
discipline (.76), involve (.73), serve (.78), perceived
credibility (.81) and challenge (.78) LSE and the overall
leadership self efficacy shows a reliability of (.64) (see
tablel).
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Table 1. Summary result of reliability test of constructs using SPSS version 16 windows
Constructs Dimensions Number of items Cronbach Alpha
1 Leadership Self
5
efficacy
Self discipline LSE 3 .76
Involve LSE 4 73
Serve LSE 4 .78
Challenge LSE 4 .81
Perceived credibility LSE 5 .78
Total items 20 64
2 Effective Leadership
. 3
Behavior
Directional leadership
X 5 .85
behavior
Relational leadership behavior 5 .85
Effective communication
. 3 12
behavior
Total items 13 1
3 Managerial Job
2
Performance
Contextual job performance 5 .83
Task job performance 5 .88
Total items 10 .79

The second factor analysis and reliability test was
conducted on the mediator variable which is effective
leadership behavior. The mediator variable was measured by
17 measures i.e. directional leadership (5), relational
leadership (7) and strategic leadership (5). The result of the
factor analysis shows that 4 items were also to be deleted
thus directional leadership was to be measured by the 5
measures, relational leadership 7. After deletion, strategic
leadership had to be renamed to effective communication
and to be measure by 3 items. For the number of Items, KMO
and Bartlett's Test and Cumulative (see table 2). The
reliability test was conducted on the dimensions which the
result shows that directional leadership (.85), relational
leadership (.85) and effective communication (.72). The
overall cronbach alpha score of effective leadership behavior
arrived at .71 (see table 1).

Table 2. Summary of factor analysis on the constructs using SPSS version
16 windows

KMO and
Constructs Items Bartlett's Cumulative
Test
1. Leadership
Self cfficacy 20 748 60.321
2. Effective
Leadership 13 .810 62.696
Behaviour
3. Managerial
Job 10 .806 63.434
Performance

Factor analysis and reliability test was then conducted on
the dependent variable which is managerial job performance.
The dependent variable was measured with 13 items which
are contextual performance (7) and task performance (6).

The factor analysis on this items resulted in the deletion of 3
items. The rotated matrix shows both contextual and task
performances are to be measured by 5 items each. For the
number of Items, KMO and Bartlett's Test and Cumulative
(see table 2). Subsequently, reliability test was conducted
and the result shows that contextual performance (.83) and
task performance (.88). The overall cronbach alpha value of
managerial job performance is .79 (see table 1).

4. Discussion

The result of the factor analysis and reliability test shows
that the items administered to the respondents in the Nigerian
banking sector is suitable for the environment under study
thus it can be used to continue the further analysis of the
study i.e. the correlations among the variables under the
study, the regression analysis and the hierarchical regression
in the test for mediation. The normality of the data in the first
place shows the deletion of 44 outliers which gives us the
impetus to go for the factor analysis. The result of the factor
analysis shows the correlation matrix of all the variables to
contain above .30; the KMO Bartlett’s test is above .50, the
anti image matrices devoid of .40, the communalities
above .50, the cumulative also up to .60 and the rotated
matrix did not cross load. The subsequent reliability test
shows all above .60 which according to Nunally and
Bernstein (1994), a Cronbach alpha value of .70 is
considered good and above 0.60 is also acceptable thus this
value is found suitable (see appendix F).

5. Conclusions
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As this paper is work in progress, the aim of this paper is
to present the factor analysis and the reliability test of the
study conducted in other as to present the concept of the
work and present the progress so far made in this study. The
result of the factor analysis and reliability test thus gives the
avenue to continue with this study.
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