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CHAPTER 5: SUMMARY, CONCLUSION AND 

RECOMMENDATION 

 

This chapter articulates the concluding insights and recommendations 

distilled from the empirical analysis, directly addressing the research 

objectives and questions while delineating the study’s theoretical, 

methodological, and practical contributions. It further extends to 

recommendations for managerial practice, education, and policy, 

together with reflections on the generalisability of findings, limitations 

encountered, and directions for future inquiry. 

 

The investigation centred on evaluating the efficacy of 

Transformational Leadership in strengthening employee retention 

within the Bakery Sector of the Harare Metropolitan Area. The 

objectives were demonstrably realised through a rigorous 

interrogation of data, generating salient insights into leadership 

dynamics in Zimbabwe’s manufacturing industry. The analysis 

confirmed a statistically significant and positive association between 

Transformational Leadership and employee retention, thereby 

reinforcing the proposition that leadership style constitutes a decisive 

determinant of workforce stability. In addition, the exploration of 

intergroup variations in perceptions of leadership effectiveness 

revealed meaningful disparities, pointing to the necessity for context-

sensitive and differentiated leadership interventions. Furthermore, the 

study examined the link between leadership practices and employee 

satisfaction, demonstrating that Transformational Leadership 

cultivates trust, motivation, and a conducive work environment—

factors that collectively bolster employee morale and reduce turnover 

intentions. In this regard, the study extends the scholarly conversation 

by situating these findings within a sector that has hitherto been 

underexplored in the Zimbabwean context. 
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The evidence presented provides robust confirmation of a strong 

correlation between Transformational Leadership and employee 

retention in the bakery subsector of Harare’s manufacturing industry. 

The results indicate that organisations which deliberately nurture and 

embed Transformational Leadership behaviours are better positioned 

to secure higher levels of employee loyalty and reduce attrition rates. 

The group-difference analysis reinforces this argument, demonstrating 

that disparities in leadership style perceptions necessitate targeted 

developmental strategies, particularly in contexts where retention is a 

persistent challenge. The MANOVA results add further empirical 

weight by illustrating the significant role of leadership styles in 

shaping job satisfaction, underscoring the imperative for organisations 

to prioritise structured leadership development programmes that 

accentuate transformational attributes. Collectively, these findings 

advocate for a strategically embedded and proactive leadership 

agenda designed to not only enhance employee retention but also to 

strengthen satisfaction and long-term organisational commitment. 

 

The research questions formulated at the outset have been addressed 

systematically, yielding comprehensive insights into the interaction 

between Transformational Leadership and employee retention in the 

Bakery Sector of the Harare Metropolitan Area. The correlation 

analysis (Pearson’s r = 0.67) and regression modelling substantiate the 

strength of the positive relationship, offering both statistical and 

conceptual clarity. In light of these results, the development of a 

framework to optimise Transformational Leadership as a catalyst for 

retention should encompass the following organisational strategies: 

 

 Implement Leadership Development Programs: Focus on 

developing transformational leadership qualities such as 

inspiring and motivating employees, fostering a supportive 

and positive work environment, and providing vision and 

direction. 
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 Tailor Interventions: Given the group differences observed, 

organisations, especially within the manufacturing sector in 

Zimbabwe, should design targeted leadership development 

interventions for those with lower transformational leadership 

scores to elevate their practices. 

 Continuous Monitoring and Feedback: Establish mechanisms for 

ongoing assessment of leadership practices and their impact 

on retention, allowing for real-time adjustments and 

improvements in leadership strategies. 

 

The significant difference in Transformational Leadership between 

organisations with high and low retention rates, as evidenced by the 

independent samples t-test, implies that transformational leadership 

practices vary across organisations. To precisely gauge the extent 

within the Zimbabwean Bakery Industry, it would be essential to 

conduct sector-specific assessments focusing on the key components of 

transformational leadership. Use the findings as a benchmark for 

understanding the current landscape and areas needing improvement. 

 

The research clearly demonstrates a strong association between 

transformational leadership and employee retention, with 

transformational leaders positively impacting retention rates. In the 

context of the Bakery Industry in Zimbabwe, transformational 

leadership influences employee retention by creating an engaging and 

motivating work environment that reduces turnover, fostering trust 

and respect that are critical for retaining talent, through meaningful 

work and recognition, thereby encouraging employees to stay. 

 

Although the study suggests the importance of transformational 

leadership in enhancing employee retention, the moderating or 

mediating factors weren't explicitly detailed. However, the following 

factors were identified. 
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 Organisational Culture: The extent to which the organisational 

culture supports and reinforces transformational leadership 

can significantly impact its effectiveness on retention. 

 Employee Engagement: The level of engagement acts as a 

mediating factor, where transformational leadership may 

increase engagement that in turn, enhances retention. 

 External Market Dynamics: Economic conditions and job market 

opportunities can moderate the relationship, where the effects 

of transformational leadership on retention might be more 

pronounced in a tight labor market. 

 

In terms of theoretical contribution, this study significantly fortifies the 

existing body of knowledge by affirming and empirically supporting 

the positive correlation between Transformational Leadership and 

employee retention, specifically within the distinctive context of the 

Manufacturing Industry in Zimbabwe. The findings serve to 

corroborate established theoretical frameworks, lending credence to 

the notion that Transformational Leadership plays a pivotal role in 

fostering employee commitment and longevity in employment. By 

aligning with and extending existing literature, the study adds a 

valuable layer of empirical evidence that enhances the robustness of 

prevailing theoretical perspectives. Moreover, the exploration of 

leadership styles' impact on employee satisfaction contributes to a 

nuanced understanding of organisational dynamics. This not only 

corroborates existing theoretical models but also advances scholarly 

discourse by shedding light on the intricate relationships between 

leadership behaviours, employee contentment, and the overall 

organisational climate within the unique industrial landscape of 

Zimbabwe's manufacturing sector. 

 

The methodological contribution of this study is notable for its 

comprehensive research design that encompasses a diverse array of 

statistical tests to rigorously examine the relationships under 
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investigation. The inclusion of normality tests ensures a thorough 

assessment of the data distribution's adherence to normality 

assumptions, establishing a foundational understanding for 

subsequent analyses. Cross-tabulation tests afford a nuanced 

exploration of relationships between categorical variables, providing a 

rich tapestry of insights into complex patterns within the data. The 

utilisation of correlation tests, regression tests, and MANOVA adds 

quantitative depth to the investigation, enabling a precise examination 

of the strength and nature of relationships between variables. The 

incorporation of an independent samples t-test facilitates a robust 

comparison of means between groups. This methodological diversity 

collectively enhances the study's robustness, offering a comprehensive 

and detailed understanding of the intricate dynamics between 

Transformational Leadership, employee retention, and satisfaction 

within the unique context of the Zimbabwean Manufacturing Industry. 

 

Empirically, this study makes a significant contribution by offering 

insights specific to the Bakery Sector in the Harare Metropolitan Area 

of Zimbabwe. The findings, derived from empirical data collected 

within this unique organisational context, provide practical 

implications for leaders in Zimbabwe's manufacturing industry, 

particularly those operating within the Bakery Sector. By delving into 

the intricacies of Transformational Leadership and its impact on 

employee retention and satisfaction in this specific sector, the study 

bridges a critical gap in the empirical literature. Organisational leaders 

within the Bakery Sector can draw upon these insights to tailor and 

implement effective leadership strategies that align with the sector's 

distinct dynamics, thereby fostering enhanced employee retention and 

satisfaction. This empirical contribution not only enriches the 

understanding of leadership dynamics within the Bakery Sector but 

also offers actionable guidance for practitioners seeking to optimize 

organisational outcomes in Zimbabwe's manufacturing landscape. 
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Based on the extensive analysis conducted in the study the following 

framework is proposed (Figure 5.1). 

 
Figure 5.1: Proposed Transformational Leadership Framework 

 

 Leadership Development Programs: Implement structured 

leadership development programs specifically tailored to 

cultivate transformational leadership qualities among 

managers and leaders within the Bakery Sector. These 

programs should focus on enhancing skills such as inspiration, 

motivation, visioning, and fostering a positive organisational 

culture. 

 Assessment and Feedback Mechanisms: Establish regular 

assessments and feedback mechanisms to evaluate leadership 

effectiveness and solicit input from employees regarding 

leadership behaviours and their impact on retention. This 

could involve 360-degree feedback surveys, performance 

evaluations, and structured feedback sessions. 
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 Cultural Transformation Initiatives: Foster a culture that 

values and prioritizes transformational leadership by aligning 

organisational values, norms, and practices with the principles 

of transformational leadership. Encourage open 

communication, collaboration, and innovation to create an 

environment conducive to leadership development and 

employee retention. 

 Leadership Coaching and Mentoring: Provide ongoing 

coaching and mentoring support to leaders to enhance their 

transformational leadership skills. Pairing experienced leaders 

with emerging leaders can facilitate knowledge transfer and 

skill development, fostering a culture of continuous learning 

and growth. 

 Recognition and Reward Systems: Implement recognition and 

reward systems that acknowledge and reinforce 

transformational leadership behaviours. Recognize leaders 

who demonstrate exemplary practices aligned with 

transformational leadership principles, and incentivize 

leadership development efforts to encourage active 

engagement and participation. 

 Organisational Communication Strategies: Develop robust 

communication strategies to disseminate information about 

the importance of transformational leadership and its link to 

employee retention. Utilise various channels such as 

workshops, seminars, newsletters, and internal 

communication platforms to promote awareness and 

understanding among all organisational stakeholders. 

 Succession Planning and Talent Management: Integrate 

transformational leadership criteria into succession planning 

and talent management processes. Identify high-potential 

employees who exhibit qualities conducive to transformational 

leadership and provide targeted development opportunities to 

groom them for future leadership roles. 
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 Continuous Monitoring and Evaluation: Establish mechanisms 

for continuous monitoring and evaluation of the effectiveness 

of transformational leadership initiatives. Regularly assess key 

performance indicators related to employee retention, 

satisfaction, and leadership effectiveness, and adjust strategies 

as needed based on feedback and performance metrics. 

 Collaboration with Industry Associations and Academia: 

Collaborate with industry associations and academic institutions to 

stay abreast of best practices in transformational leadership 

development and employee retention strategies. Engage in 

knowledge-sharing initiatives, research collaborations, and 

professional development programs to leverage external expertise 

and resources. 

 Longitudinal Research and Benchmarking: Conduct 

longitudinal research studies to track the long-term impact of 

transformational leadership interventions on employee 

retention and organisational outcomes. Benchmark against 

industry standards and best-in-class organisations to identify 

areas for improvement and refine strategies over time. 

 

By implementing this comprehensive framework, organisations within 

the Manufacturing Industry, specifically in the Bakery Sector of 

Zimbabwe, can enhance the effectiveness of transformational 

leadership practices as a catalyst for improving employee retention, 

fostering a positive work environment, and driving sustainable 

organisational success. 

 

By embedding the empirical insights drawn from the Bakery Sector of 

the Harare Metropolitan Area into leadership and management 

curricula, universities and business schools can ensure that learners are 

exposed to industry-specific complexities rather than abstract 

theorisation alone. This pedagogical approach not only bridges theory 

and practice but also enables students to critically interrogate the 
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tangible consequences of leadership behaviour on organisational 

outcomes. The emphasis on the demonstrable link between 

Transformational Leadership and employee retention provides an 

invaluable case exemplar, equipping learners with the analytical tools 

to discern the strategic importance of leadership in fostering 

organisational stability. Case-based learning centred on this study can 

thus stimulate critical reflection on the socio-economic realities of 

Zimbabwean industry, offering a textured appreciation of leadership 

dynamics in volatile and resource-constrained contexts. 

 

Educators are further positioned to highlight how Transformational 

Leadership engenders trust, motivation, and innovation, thereby 

cultivating workplace environments conducive to retention and 

productivity. Such integration of empirical case evidence into 

pedagogy enhances students’ grasp of leadership beyond prescriptive 

models, fostering reflexivity, contextual sensitivity, and adaptive 

problem-solving capacities—skills indispensable for navigating 

contemporary organisational life. Consequently, academic 

programmes stand to be enriched through the incorporation of this 

study’s findings, thereby producing graduates with both scholarly 

acumen and practical competence in leadership and organisational 

development. 

 

From a policy perspective, the study underscores the necessity of 

embedding Transformational Leadership principles within the 

normative frameworks of the manufacturing sector. Governmental 

agencies and industry regulators are urged to champion leadership 

development initiatives that privilege transformational competencies. 

Such advocacy could be operationalised through fiscal incentives, 

accreditation schemes, or formal recognition for organisations that 

demonstrably invest in cultivating leadership excellence. These 

mechanisms would not only encourage compliance but would also 
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foster a competitive culture of leadership innovation across the 

manufacturing sector. 

 

Industry associations, too, have a critical role to play in translating 

research findings into actionable practice. By collating and 

disseminating sector-specific best practices, professional bodies can 

develop guiding frameworks to support firms in institutionalising 

transformational leadership behaviours. Workshops, benchmarking 

platforms, and leadership development toolkits could be leveraged to 

enhance organisational capacity, thereby embedding transformational 

practices into the cultural fabric of Zimbabwean manufacturing 

enterprises. Collectively, such measures would serve to institutionalise 

leadership approaches that both enhance employee retention and 

contribute to sectoral sustainability. 

 

The generalisability of these findings extends meaningfully to 

manufacturing subsectors that share structural, cultural, and economic 

features with the bakery industry in Zimbabwe. Organisations 

operating in similarly labour-intensive and high-turnover 

environments may derive substantial benefit from the study’s 

framework and recommendations. However, caution must be 

exercised in extrapolating beyond this immediate context, given the 

heterogeneity of organisational cultures, workforce demographics, and 

industrial structures. The findings must therefore be interpreted as 

contextually bounded, necessitating careful consideration of sectoral 

particularities before wholesale application in divergent settings. 

 

The limitations of this research warrant acknowledgement. The 

reliance on self-reported measures introduces potential response 

biases, with participants’ perceptions possibly shaped by subjective 

dispositions or social desirability tendencies. Furthermore, the cross-

sectional design precludes the establishment of definitive causal 

relationships, limiting the temporal depth of inference. Future research 



  

54 

 

could redress these limitations through longitudinal studies that track 

the evolution of leadership practices and retention outcomes over time, 

thereby generating a richer understanding of causal pathways. 

Additionally, triangulating survey data with qualitative approaches—

such as ethnographic observation or in-depth interviews—would 

provide a more holistic comprehension of leadership dynamics and 

employee experiences. 

 

Building on the insights of this investigation, several avenues for 

future research emerge. Longitudinal analyses would enable scholars 

to assess the durability and sustainability of Transformational 

Leadership’s effects on employee retention. Moreover, the role of 

mediating and moderating variables—such as organisational culture, 

psychological contract fulfilment, and employee engagement—merits 

further exploration to capture the full complexity of leadership-

outcome linkages. Additionally, the impact of exogenous forces, 

including economic volatility, regulatory shifts, and technological 

change, could be examined to evaluate how external contingencies 

condition the effectiveness of Transformational Leadership in shaping 

workforce stability. Such extensions would contribute to a more 

nuanced and multi-dimensional theorisation of leadership in 

manufacturing contexts. 

 

This study therefore provides empirically grounded insights into the 

role of Transformational Leadership within Zimbabwe’s bakery sector, 

offering a framework that foregrounds leadership development, 

context-sensitive interventions, and systematic evaluation as key levers 

for improving employee retention. Methodologically, the use of 

rigorous statistical tests bolsters the robustness of the findings, whilst 

the empirical contribution lies in filling a lacuna in the literature on 

leadership within under-researched African manufacturing contexts. 

Pedagogically, the study reinforces the importance of integrating real-

world case material into leadership education. From a policy 
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perspective, it highlights the potential of institutionalising leadership 

development as a vehicle for enhancing retention and productivity. 

While findings may be cautiously generalised to analogous industries, 

their applicability remains contingent upon contextual congruence. 

Future research should thus seek to extend the temporal, 

methodological, and contextual scope of inquiry, thereby deepening 

scholarly and practical understanding of transformational leadership 

in manufacturing. 

 


