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Abstract:

This study sought to investigate the impact of leadership styles of owners/managers on firm performance in small, medium
and micro enterprises (SMMEs) in Lesotho. Leadership is widely regarded as an important management function in
pursuing the goals of a firm to success. However, literature on the subject reveals that not much research has been done on
the relationship between the leadership styles of SMME owners/managers and firm performance in the African context.
Using qualitative method and open-ended questionnaire, data were collected from 10 SMME owners/managers in Maseru,
Lesotho. The results support the argument that there is positive correlation between the application of leadership style and
firm performance of SMMEs in Lesotho. This qualitative approach to the study is important because it has revealed SMME
owners/managers leadership styles and their influence on firm performance.
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1. Introduction

Governments all over the world recognize the significance of the small business sector as one of the key areas contributing to
employment creation and economic growth (Okyere, 2016). Likewise, Lesotho has seen a rapid increase of SMMEs over the past
decade. The Ministry of Trade and Industry, Cooperative and Marketing (MTICM) (2008) reports that SMMEs in Lesotho constitute
85% of the country’s private sector and account nearly 50% of the GDP. The above information confirms the significant role played
by SMMEs in Lesotho’s economy. Even though there are no empirical data to show the causes of SMMEs failure in the country, a
cursory observation leads one to conclude that the causes are not different from their South African counterparts where Rambe and
Makhalemele (2015) point out that the failure of SMMEs in their first year of existence could be attributed to lack of managerial
competencies. Studies have confirmed that SMME owners/managers are the sole decision makers, therefore, what they decide have
dire consequences on the success or failure of the business (Dzansi and Okyere, 2015; Okyere, 2016). It is therefore imperative for
owners/managers to lead their employees in an effective manner in order to sustain the growth and survival of the business. Mgeni
(2015) argues that success of small business requires effective leadership styles.

Studies by Uchenwamgbe (2013), Lawal et al. (2014) and Mgeni (2015) reveal that effective leadership styles can positively influence
SMMEs competitiveness in numerous ways, such as increased growth, profitability, motivated employees, satisfied customers, among
others. Therefore, for SMMEs to sustain their growth and survival, effective and dynamic leadership would be needed so as to guide
employees to achieve the goals of the business. Yukl (2002) and Zaccaro and Klimoski (2001) in Hashim et al. (2012) advise that
without effective leadership, productivity, innovation and profits in businesses would not only be affected but also survival and future
of the business would be at risk too. This proves that the important role of leadership in business management cannot be
underestimated.

Meanwhile, literature search suggests that studies on leadership styles of businesses have mainly focused on big corporations. Locke
(1969), House (1971), Bass (1985), Yulk (2002), Shoham (2008) and Sam (2012) are in agreement that as a field of study, leadership
in small businesses has yet to attract much interest from researchers, particularly studies that attempt to investigate the leadership
styles found in small business. Prior literature search revealed no parallel studies on the impact of leadership styles of SMME
owners/managers on firm performance in Lesotho. Therefore, this gap creates an interesting proposition for investigation. The
outcome of this study is expected to enhance SMME owners/managers leadership styles to leadtheir employees to achieve business
goals. Again, policy makers will find this study helpful in their quest to develop appropriate and effective support mechanisms for
promotion of the SMME sector.

2. Literature Review

Literature on leadership indicates that there is no commonly agreed on definition of the concept leadership. According to Lawal et al.
(2014) Mgeni (2015) and Hayton (2015), there is still considerable controversy in the conceptualization of leadership in terms of
meaning, categorization of leadership and measure. For instance, Uchenwamgbe (2013) and Lawal et al. (2014) investigated autocratic
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and participative styles of leadership in their studies. Chandrakumara et al. (2009), Sam et al. (2012) and Mgeni (2015) also studied
entrepreneurial and managerial leadership styles in SMME owners/managers. Hashim et al. (2012) looked at supportive, logical,
commanding and inspirational leadership styles, while Iscan et al. (2014) and Arhan (2014) investigated transformational and
transactional leadership styles in SMME owners/managers.

The above clearly portrays the varied means in which leadership styles are categorized. However, a closer look indicates that
leadership is all about the influence of a leader to the followers. Thus how a leader’s interaction with the followers influences them
towards achieving company goals. This study looks at transformational and transactional leadership styles in SMME owners/managers
in Lesotho, since the two are the most recent (Dofman et al. 2004; Thornberry, 2006; Arham, 2014) and commonly used by
researchers in current works (Wen Yang, 2008; Sam et al. 2012; Akeke, 2016).

2.1. Definition of Concepts

2.1.1. Leadership
Leadership literature shows the inconsistencies and ambiguities in defining the concept (Winston and Petterson, 2006; Jogulu, 2010).

This has led to a plethora of theories, approaches and styles (Timizi, 2002; Ammeter et al. 2002; Bolden, 2004; Franco & Mates,
2013; Mgeni, 2015). A few extant definitions of leadership will be examined and an operational definition drawn for this study. Bass
(1999) points out that the definition of leadership is related to the purpose associated with the attempt to define it, and so presents a
wide range of possibilities. The very mention of the word “leadership” suggests that there are followers. For this reason, Robbins and
Coutler (2005) and Northhouse (2007) see leadership as a process of how to influence people and guide them to achieve
organizational goals. Ensley et al. (2003) are of the view that what leaders do is to influence the behaviour, beliefs and feelings of
group members in an intended direction. Low and Jiang (2004) in Uchenwamgbe (2013) argue that leadership concerns the ability to
influence the behaviour of others to move in accord with the desire of the leader and pursuit of goals. Weihrich and Koontz (2005)
assert that leadership is an art of influencing people so that they will strive willingly and enthusiastically toward the achievement of
group goals. Peretomode and Peretomode (2001) and Yulk (2006) define leadership is as the process of influencing others to
understand and agree about what needs to be done and how to do it, and the process of facilitating individuals and collective efforts to
accomplish shared objectives.

The above definitions suggest several components central to the phenomenon of leadership. In line with Northouse’s (2007)
observation, some of these components are: (i) leadership is a process; (ii) leadership involves influencing others; (iii) leadership
happens within the context of a group; (iv) leadership involves goal attainments; and (v) these goals are shared by both leaders and
followers. Therefore, for the purpose of this paper, leadership is defined as a process whereby a person influences other to accomplish
an objective and directs the organization in a way that makes it more cohesive and coherent. This definition captures the five
components of leadership listed above. It can also be deduced from the above discussion that leaders carry out this process by
applying their leadership attributes, such as beliefs, values, ethics, character, knowledge and skills. This leads us to examine leadership
styles in the next section.

2.1.2. Leadership Styles

Riggio and Conger (2007) and Yusuf et al. (2014) contend that much as leaders share the various leadership functions of planning,
directing, reviewing, and coordinating, circumstances may cause changes in leadership pattern, thus leading to classification of
leadership, based on how it is performed. Collins (2001) cited in Lawal et al. (2014) states that apart from the manager’s personal
leadership styles, some research evidences suggest that leadership styles also vary among countries and culture. The author noted that
there is evidence to support the claim that European managers tend to be more humanistic or people oriented than both Japanese and
American managers. Various forms of leadership styles have been mentioned by different authors in their works. For instance, Chang
et al. (2003) Koontz and Wherich (2004) and Uchenwamgbe (2013) mention participative, democratic and authoritative leadership
styles in their studies. Robbins (2009) categorizes leadership styles into classical and contemporary. Likert (1961) classifies leadership
styles as dictatorial, unitary, bureaucratic, benevolent, charismatic, consultative, abdication and participative. Hashim et al. (2012)
identified supportive, logical, commanding and inspirational leadership styles in their study, while Hambrick and Pettigrew (2001) and
Akeke (2016) aligned with strategic leadership style. Entrepreneurial and managerial leadership styles also featured in the works of
Van Zyl and Mathur-Helm (2007), Chandrakumara (2009) and Mgeni (2015). Studies by Avolio and Bass (2004), Rafferty and Griffin
(2004), Bass (2008), Rowold and Schlotz (2009), Shibru and Darsham (2011) and Yusuf (2014) have all studied transformational and
transactional leadership styles, and posit that the two concepts have gained prominence over the past several years in leadership
literature.

The above information stipulates clearly that there is no universally appropriate leadership style or ‘one-best-way’. Leadership style is
therefore based on how it is performed. This study aligns with transformational and transactional leadership styles. This is because
transformational and transactional leadership styles have consistently and positively predict a wide variety of performance outcomes
in varying settings (Bass, 2008). The study will examine the type of leadership styles (whether transformational or transactional)
adopted by SMME owners/managers in Lesotho in discharging their managerial duties.

2.1.3. Transformational and Transactional Leadership Styles
Yusuf et al. (2014) posit that the difference between transformational and transactional leadership lies in the way of motivating others.
According to Arif and King (2013), transformational leadership is based on the premise that leaders inspire the team with vision and
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give direction by motivating and encouraging subordinates to achieve organizational goals.Burns (1978) sees transformational
leadership as involving the process of influencing major changes in organizational attitude in order to achieve the organization’s
objectives and strategies. Bass (1985) contend that a transformational leader’s behaviour originates in the personal values and belief of
the leader and motivates subordinates to do more than expected. Peterson et al. (2009) define transformational leaders as those who
positively envision the future scenarios for the organizations, engage primarily in improving employees’ self-confidence by helping
them to realize their potential.

Avolio and Bass (2004), Northouse (2007), Warrilow (2012) and Akeke (2016) identified four components of transformational
leadership as: (i) charisma or idealized influence: this reflects a the leader’s ability to create and present an attractive vision for the
future and to use emotional arguments that tend to elicit pride, respect, trust, enthusiasm, and loyalty from subordinates; (ii)
inspirational motivation: the ability of the transformational leader to inspire and motivate the followers to the direction and vision set
by the leader; (iii) intellectual stimulation: here the transformational leader stimulates innovation and creativity among followers. The
leader values and appreciates the contribution of new ideas by followers for the benefit of the organization; and (iv) personal and
individual attention: the degree to which the leader attends to each and every individual’s needs, and acts as a mentor or coach and
gives respect to and appreciation of the individual’s contribution to the team. This fulfils and enhances each individual team member’s
needs for self-fulfillment, and by so doing inspires followers to further achievement and growth.

The concept of transactional leadership on the other hand is concerned about reward and punishment system in leadership, whereby
the leader has the power to manipulate the followers in exchange of something of value (Yulk, 1989; Bass, 1990; Howell & Avolio,
1993; Arham, 2014). Burns (1978) conceptualized transactional leadership as the exchange relationship between leaders and their
followers. According to Arham (2014), transactional leadership can be referred to as the type of leadership where the leaders explain
what is required from employees and what compensation they will get when they accomplish these requirements. Jung and Avolio,
1999 and Wu, 2014 see transactional as the leadership style that incentives (or punishments) are put in place and role definitions and
work requirements are set up to guide or incentivize subordinates so as to achieve goals.

Bass (1990), Avolio and Bass (2004), Muenjohn and Armstrong (2008), Arif and King (2013) and Arham (2014) all agree on the
following key components of transactional leadership: (i) contingent reward: this shows the degree to which leaders tell others what to
do in order to be rewarded, emphasize what leaders expect from them; (ii) management-by-exception (active) mode: leaders act as
monitors to search and watch for deviations from rules and standards and take corrective measures; and (iii) management-by-
exception (passive) mode: leaders here will only intervene when procedures are not followed and standards are not met.

In a nut shell, while transactional leadership focuses on the exchange relationship between leaders and followers, transformational
leadership move beyond these immediate self-interests. Transformational leadership emphasizes the symbolic behaviour of the leader
(e.g. inspirational, visionary messages, values) as opposed to economic transaction between the leader and employees (Iscan, 2014).

2.2. Firm Performance

To begin with, the terms organizational performance, business performance and firm performance have been used by various authors
in their studies. A review on the terms done by Mgeni (2015) concluded that all of them mean the same thing. Even though this study
uses firm performance, all the three would be used interchangeably. Despite its relevance, research into firm performance suffers from
problems such as lack of consensus and selection of indicators (Richard et al. 2009). For instance, Daft (2001) is of the view that
organizational performance is the organization’s ability to attain its goals by using resources in an efficient and effective manner. Ling
and Hong (2010) see firm performance as the achievement of stage-based or overall goals of an organization and the results from
relevant divisions and departments before specific deadlines. According to Obiwuru et al. (2011), firm performance can be used to
view how an enterprise is doing in terms of level of profit, market share and product quality in relation to other enterprises in the same
industry. Koontz and Donnell (1993) contend that firm performance refers to the ability of an enterprise to achieve such objective as
high profit, quality product, large market shares, good financial results, and survival at pre-determined time using relevant strategy for
action. Venkatraman and Ramanujam (1986) used financial indicators like profitability, return on investment, return on assets and
non-financial indicators like customer satisfaction, quality, innovation, employee satisfaction and reputation. In spite of the disparities
in indicators to assess firm performance, Richard et al. (2009) posit that if several dimensions exist, a researcher should choose the
dimensions most relevant to his or her research and judge the outcomes of this choice.

2.3. Leadership Styles and Firm Performance in SMMEs

Yang (2010) aver that leadership behaviour has long been considered as an important individual factor that influences innovation and
performance at the workplace. Therefore, understanding the impact of leadership styles on firm performance in SMMEs is crucially
important. SMMEs are faced with numerous challenges which include access to finance (Abor and Quartey, 2010); lack of managerial
skills (Ligthlam and Cant, 2002); crime and corruption (Olawale and Garwe, 2010); equipment and technology (Abor and Quartey,
2010 and Okyere, 2013). These challenges are limiting factors to their growth and survival. Despite these challenges, Franco and
Matos (2013) suggest that the respond to the challenges faced today by SMMEs is only possible through adoption of leadership roles
by various people in charge.

The distinguishing characteristics of SMMEs autonomy is the freedom to take decisions according to the individual’s preference
(Uchenwamgbe, 2013). The owner/manager is a vital person in the small nosiness context because he or she has to make key
decisions on day-to-day basis that can affect the growth and survival of the business. In doing so, the leadership style adopted has a
telling effect on the direction of the business. Several leadership styles in SMMEs have been studied by different authors from
different countries. Previous studies by Lawal et al. (2015) found that participating SMMEs are occasionally autocratic and
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participative in style. However, they are more autocratic than participative. The authors concluded that most of the participating firms
reported good business performance with the highest in public image followed by performance stability, innovativeness and operating
efficiency, growth rate, profitability, adaptability, among others.

Similarly, Mgeni (2015) investigated leadership style by SMMEs in Tanzania, and reported that overwhelming majority of the
respondents used entrepreneurial leadership style. The study concluded that there is a significant strong positive correlation between
entrepreneurial leadership style and business performance. Franco and Matos (2013) investigated leadership styles in SMMEs and
reported that transformational and transactional styles were the dominant approaches. Obiwuru et al. (2011) studied the effects of
leadership style on organizational performance in small-scale enterprises. They reported that transactional leadership style had
significant positive effect on performance, while transformational leadership style had positive but insignificant effect on
performance. Perrigo (1980) in Uchenwamgbe (2013) alleges that small business leaders lend to maximize control and eschew
delegation of authority and responsibility, preferring instead to directly carry out or to supervise most of the daily operations of their
organizations themselves. Thus, this type of leadership aligns with autocratic style.

The review in this section has portrayed that there is enough evidence of leadership styles in small businesses. It has also emerged that
there is positive correlation between leadership style and firm performance. Thus, the practice of effective leadership style can
enhance business performance.

3. Research Methodology

3.1. Philosophical Approach and Research Design

This study used the qualitative method, and aligns with the phenomenological (also called anti-positivist) research which is concerned
with understanding of human behaviour from the researcher’s own standpoint and focuses on the meaning the individuals attach to
actual experiences of phenomena (Aliyu et al. 2014). Leadership concept in SMMEs in Lesotho has not seen any previous studies,
therefore, in order to gain deeper understanding of the concept, qualitative method was deemed appropriate. The study relied on open-
ended instrument to collect data from 10 SMME owners/managers.

3.2. Population, Sampling and Data Analysis

The population consisted of SMME owners/managers in Lesotho. However, due to financial and time constraints, the study was
limited to owners/managers in Maseru. Even in Maseru, only 10 owners/managers were interviewed using a non-probability, snowball
sampling method. Kumar (2011) contends that in qualitative research, you are guided by your judgement as to who is likely to provide
you with the “best” information. The researcher was already in contact with two SMME owners, who also referred other SMME
owners/managers. The most important thing is to ensure that the research sample meets the required criteria. Thus, recognition of an
SMME was based on the definition of the Ministry of Trade and Industry, Cooperative and Marketing (MTICM) (2008) in Lesotho.

In conformance with qualitative design, the measuring instrument was an open-ended questionnaire which was completed by the
respondents themselves. Data analysis of this study was generated by transcribing the information obtained from owners/managers. A
simple thematic analysis technique was adopted to analyse the collected data. Alhojailan (2012) contends that thematic analysis
technique is considered the most appropriate in qualitative research that seeks to discover using interpretations.

3.3. Findings and Discussion

This section presents and discusses results of the study. Eisner (1997) in Verdirelli and Scagnoli (2013) contend that in qualitative
studies, visual displays can be useful and serve several purposes at all stages of analysis, and purpose of “illuminating rather than
obscuring the message”. According to Verdirelli and Scagnoli (2013), grounded theorists strongly encourage the use of diagram and
figures to synthesize major theoretical concepts and their connections. Thus, the primary aim of data visualisation is to communicate
in a clear and effective manner through information graphics.

Based on the above contentions, frequency tables are used to aid the presentation and discussion. As alluded to in the previous section,
this study relied on qualitative method and open-ended questionnaire. The questionnaire was divided into three sections of A, B and C.
Section A was on demographic characteristics of the respondents. Section B measured leadership styles while Section C was on
impact of leadership style on firm performance. Prior to the distribution of the questionnaire, a pilot was conducted. Five SMME
owners/managers were selected at random and interviewed. Thereafter, issues of ambiguity and language difficulty level were
addressed. The pilot study confirmed that the study was feasible and could be completed.
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Variables | Categories | Frequency | Percentage
Personality characteristics

Gender Female 4 40
Male 6 60
TOTAL 10 100

Age 18-35 1 10
36-45 2 20
46-55 4 40
56-65 3 30
TOTAL 10 100

Level of education Primary 2 20
Secondary 6 60
Tertiary 2 20
TOTAL 10 100

Type of respondent Owner 1 10
Manager 3 30
Owner/manager 6 60
TOTAL 10 100
Business characteristics

Type of business Catering 1 10
Clothing retail 2 20
Salon 3 30
Plastic 2 20
General cafe 2 20
TOTAL 10 100

Form of business Sole proprietor 4 40
Pty Ltd 2 20
Partnership 4 40
TOTAL 10 100

Number of employees | 1-10 7 70
11-20 2 20
21-50 1 10
TOTAL 20 100

Age of business 1-5 years 5 50
6-10 years 3 30
11-15 years 2 20
More than 15 years | 0 0
TOTAL 20 100

Table 1: Demographic characteristics

3.4. Personal Characteristics

The first important finding deals with the composition of respondents. Table 1 portrays that gender distribution is marginally skewed
in favour of males. With 40% of the respondents being female, policy-makers would be pleased as efforts are being made to get more
females into entrepreneurship. However, same cannot be said of age as 70% falls between 46 to 65 years. With the growing number of
youth unemployment in Lesotho, this is a worrying finding. Table 1 shows that majority of the respondents has either completed
secondary school or tertiary level, thus 60% and 20% respectively. Chiliya and Roberts-Lombard (2012) emphasise the importance of
educated human capital by stating that the economic growth of a country is determined by its skilled and educated people.
Wanigasekara and Surangi (2011) stress that many researchers have found a strong link between education and small business
success. Dzansi (2004) and Okyere (2016) postulate that a sound level of education should be a good omen for training providers who
may not have too much difficulty in providing further training to owners/managers of SMMEs given their existing educational
background. Results in Table 1 indicates that many participants owned and managed their business entities, while 30% are managers
and 10% are owners.

3.5. Business Characteristics

Table 1 depicts that 10% of the respondents are in catering, 20% in clothing retail, 30% in salon, and 20% each in plastic and general
café. Given that it is easier to establish a self-employed business in the salon industry, this finding is not surprising. With regards to
form of business, 20% are Pty Ltd, and 40% each as sole proprietors and partnerships. According to information in Table 1, 70% of
the businesses are micro employing between 1 to 10 employees. Small businesses are 30%, employing between 11 to 50 employees.
With business longevity, 50% of the businesses have been in business between 1 and 5 years, and the same percentage have also been
in business between 6 to 15 years.
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3.6. Results of Transformational and Transactional Leadership and Firm Performance

The main questions the respondents answered were on style of leadership and how they influence firm performance. This section of
the questionnaire was divided into two sections. In the first section, participants were asked to state their leadership styles. The second
section requested them to mention how their leadership styles impact on firm performance. From the responses of the study
participants, it emerged that SMMEs in Lesotho’s leadership styles are similar to those examined in literature review as
transformational transactional (Bass, 1985; Northouse, 2007; Arif & King, 2013; Yusuf et al. 2014). Tables 2 and 3 below portray
results of transformational and transactional leadership and firm performance respectively.

3.6.1. Transformational and Transactional Leadership

Item Codes Respondents fl%
112|3|4|5|6|7(8]9]10
Transformational Inspire the team X X | X | X x| % 6 | 60
leadership style
Motivate the team X | x X x| x| x|x | 7|70
Respect views of employees X | % X 3130
Mentoring X | % X | % x| x |6 |60
Attend to individual needs X X | x X 4 |40
Provide guidance X | X | X X 4|40
Encourage innovation and creativity X | x X 3130
Table 2: Transformational leadership
Item Codes Respondents f | %
112|3|4|5|6|7|8]9]10
Transactional Outlines what need to be achieved | x | x | x | x | x X | x| x 8 |80
leadership style
Monitor closely X | % X | x| x|x|x|x|x |9 |90
Intervene when necessary X X | x| x| x| x|x|x|x [9 |90
Praise good work X | X | x| x|x|x|x]|x|x]|x |10 100
Punish poor work X X | x| X x|x |6 |60
Give little or no room for own views | x X | x x| x |5 |50

Table 3: Transactional leadership

Tables 2 and 3 present responses of respondents on their views on leadership styles. It must be noted that during thematic coding the
responses were group into transformational and transactional leadership styles as those were what emerged. Table 2 depicts
respondents whose leadership style aligns with transformational style. 60% of the respondents said they inspire their teams, 70%
motivate their teams, 30% believe that it is right to respect the views of employees, whole 60% think mentoring employees is the right
thing to do. On whether they attend to individual needs of their employees, 40% of the owners/managers interviewed were in
agreement. 40% also said they provide guidance to their employees, while 30% encourage their teams to be innovative and creative.
Table 3 shows transactional leadership style that emerged in the study participants’ responses. 80% of the participants said they
outline what need to be achieved so that employees do not deviate from the set objectives. 90% agree that they monitor what their
teams do closely. The same number say they do not wait for what is being done to go wrong before they intervene. All the
owners/managers agree that when good work is done, workers deserve to be praised. However, 60% are of the view that if poor
worker is done those responsible must be punished. Thus, they believe in rewards and punishment. An approach synonymous with
transactional leadership style. 50% of the respondents state that they give little or no room for employee’s own views.

It can be deduced from respondents’ responses that there is a mixed approach of transformational and transactional leadership styles in
SMMEs in Lesotho. However, the dominant approach is transactional leadership style. This finding is in agreement with that of
Obiwuru et al. (2011) and Uchenwamgbe (2013), who concluded that transactional leadership style was more appropriate in inducing
performance in SMMEs than transformational leadership style. In a similar study conducted by Franco and Matos (2013), the authors
concluded that transformational and transactional leadership styles were the dominant approaches in the surveyed SMMEs.

Item Codes Respondents fl%
1123|456 |7|8]|9]10

Leadership style and firm performance | Employee satisfaction | x | x | x X X | X | X 7170

Increased production | x | x X | x| x x| x|x |81]80

Customer satisfaction X | X | x| %x|X X 6 | 60

Good company image X | x| % x| x| x|x|x |8]|80

Increased profit X X | X | x| x|Xx x| x | 7170

Table 4: Leadership and firm performance
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Table 4 summarises respondents view on whether leadership styles impact on firm performance. 70% of the respondents agree that
effective leadership style boasts employees’ satisfaction, while 60% also are in agreement that leadership styles translate into customer
satisfaction. 80% say production is increased, while 70% believe effective leadership style leads to increased profit. Similar findings
were recorded by Uchenwamgbe (2013), Mgeni (2015), and Lawal et al. (2015). These authors reported positive correlation between
leadership styles and firm performance.

4. Conclusion and Recommendations

This study has examined the relationship between leadership styles and firm performance in SMMEs in Maseru. Tables 2 and 3
revealed the responses of the study participants. It emerged that a mixed approach of transformational and transactional leadership
styles was practiced by the SMMEs. However, transactional leadership style seemed to be the dominant approach used. Obiwuru et al.
(2011) posit that this leadership style is appropriate for SMME owners/managers since it induces performance. This study concludes
that SMME owners/managers should study their busy environment and business objectives, and adopt a leadership style that suits the
situation.
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