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Abstract 
This study examined the “Influence of Leadership Styles on the Management of Personnel in Military Institutions in Kaduna State, Nigeria”. Two (2) objectives were raised to guide the study which include to; examine the influence of transformational and transactional leadership styles on the management of personnel in military institutions in Kaduna State. Two (2) research questions and two (2) research hypotheses were asked and formulated respectively to guide the study and they were in line with the stated objectives. Descriptive survey research design was used for the study. The population of the study was 659 respondents which consisted of Five Hundred and Forty One (541) Instructors, Eighty One (81) Head of Departments (HODs) and Thirty Seven (37) Directors in all the six military institutions in Kaduna State. Simple random sampling technique was used to obtain the sample size of 234 respondents for the study. A self-designed questionnaire was used as an instrument for the study. Mean was used to answer the research questions and One-Way-Analysis of Variance (ANOVA) was used to test the two (2) formulated null hypotheses at 0.05 level of significance. Findings of the study revealed that Transformational Leadership Style, such as encouraging personnel to be innovative and creative and favourable climate for personnel to perform effectively promote the management of personnel in military institutions in Kaduna State. It also found that transactional leadership, style such as expresses satisfaction when personnel do their work well enhanced the management of personnel in military institutions in Kaduna State. The study recommended that school administrators in the military institutions need to shift to transformative approaches of leadership for effectiveness so as to motivate personnel and enhance better performances. It also recommended that Federal Government in collaboration with school administrators in the military institutions should ensure that productivity of personnel is rewarded. 
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Introduction 
The future of a country depends on the quality of education given to its citizens, because, education assures the future of the society and provides continuity. For this reason, educational managers responsible for educational institutions have important responsibilities in ensuring quality teaching and learning. This is so because educational system is in continuous interaction with social, political, cultural and economic systems which surround it. The emphasis by the public nowadays is on efficiency, academic achievement and employment skills which require effective leadership from the head of educational institution. Leadership is indispensable for a successful school development, as it focuses on vision, and motivation in school. It is a major factor in determining the success and progress of an institution and the key to success in every organization. Without effective leadership, even an institution full of talented teachers will surely drift without purpose.  
The term “leadership” has been described in various ways by scholars. For instance, Anibase (2021) defined leadership as a process whereby an individual exerts positive influence over the behavior of others without coercion to achieve the set goals. According to Dacholfany, Susanto and Andi (2018) and Adamu (2015) described leadership as the ability to influence others. Leadership is the process of influencing human behavior to achieve goals that have been established in an organized manner. From the above definitions, it is evident that leadership is the process of influencing the activities of a group of people by a leader with effort towards goal. It is therefore the key to achieving collective excellence. It is the leader who most greatly affects the organizational climate and provides direction, motivation and inspiration for organization or institution. In relation to school leadership, Aneke (2015) asserted that leadership sets directions, which includes identifying and articulating a vision, fostering the acceptance of group goals, and creating high performance expectations. According to Fortune (2020), leadership in administration deals with the patterns of behaviour school leaders/heads adopt to plan, organize, direct, supervise and evaluate all learning activities in educational institutions in order to achieve educational goals. In view of the above, Britwum, Adjei, Amoah, Djan, Acheampong, Aidoo, and Sefah (2022) observed that school leadership enhances learners’ outcomes through creation of an environment where learning permeates the institution culture. 
Over the years, school leadership has been identified as paramount concern in the review of school process. This concern, as observed by Nwamae and Kayii (2018), was no doubt reinforced by the recognition of two essential findings from studies on school improvement; the realization that the school is the unit of change and the importance of leadership in promoting participation in school improvement. There are different styles of leadership in educational institutions. According to Anibasa (2021) leadership style in an organization is one of the factors that play significant role in enhancing or retarding the interest and commitment of the individual in the organization. Britwum et al (2022) described leadership style as the manner and approach of providing direction, implementing plans, and motivating people. These are the ways school administrators handled subordinates to achieve their goals or targets in the schools and these are seen / observable practically. According to Aunga and Masare (2017), style of leadership is the manner in which the leader goes about communicating with those whom he or she leads. Leadership in administration deals with the patterns of behaviour school leaders adopt to plan, organize, supervise and evaluate all learning activities in order to achieve educational goals.  
Transformational leadership is a type of leadership style based on an exchange of followers’ services in lieu of various kinds of tangible rewards (such as a salary) that the leader controls. Transformational leaders emphasize the goals and objectives of the organization and then attract or build up followers` commitment (Aneke, 2015). It is also based on the conviction that people desire to be led rather than be liable for their own actions and decisions. As a result, the leader relies on top down decision processes to control staff, allocate resources and initiate the process of change. Leadership is imperative to the overall mission in the military, but it has also long remained ambiguous in the culture (Hutchison, 2013). For example, Wolters et al (2014) interviewed past and current brigade commanders in order to find the most important competencies for leaders. These included developing a positive atmosphere within the formation, building teams, taking another person’s perspective, influencing outside the formation, the ability to thrive in change, and critical thinking. These would make the leader someone who has invested in his or her subordinates, which is more representative of the transformational style of leadership. Transformational leadership styles have been found to have a positive association with cognitive and affective processes of subordinates. 
Transactional leadership style is cooperative in nature. It was founded upon the idea that leaders and followers relations were based on negotiation exchange and contractual dimension (Bass 2014). Transactional leader displays both constructive behaviors emphasis contingent rewards and corrective dimension which imbibes management involving the classification of the work required to obtain rewards (Anibasa, 2021). In line with this observation, Dubi (2014) opined that these leaders motivate followers by exchanging rewards for services rendered. Transactional leaders pursue a cost-benefit, economic exchange to meet followers’ current material and psychological needs in return for contracted services rendered by the subordinates. In other words, the transactional leader recognizes the importance of instructional demands but tries to balance them with the aspirations of organization members. 
The issue of leadership styles is a major and basic concern for all organizations and institutions in various countries. Iqbal, Anwar and Haider (2015) rightly observed that leadership is increasingly understood to involve persuasion and explanation as well as ability to identify, affirm, and renew the values of the group the leader represents. The use of leadership style is relative to the situations and conditions of the organization. Ali (2013) observed that leadership style has a significant impact on personnel’s performance.  Also, Koech and Namusonge (2012) agreed that leadership styles influence performance and recommends that managers should discard laissez-faire leadership style by becoming more involved in guiding their subordinates; public managers should formulate and implement effective reward and recognition systems. 
In Kaduna State, it was observed by the researchers that the absence of effective leadership style is a serious problem endemic in many military institutions. There are complaints, accusations and reports that the present caliber of leaders in military institutions in the state are deficient, inefficient and not up to the task of bringing about needed changes, because they do not respond adequately to standard based accountability, guiding and directing instructional improvement and incorporating revolutionary new information technologies in institutions. There are also complaints that leadership styles of most heads of military institutions are autocratic in nature which often leads to poor performance of personnel in these institutions. But, these are mere accusations and assumptions that have not been subjected to research. Over the years, researches related to assessment of leadership styles on the management of personnel or staff have been conducted at different organizations and at different places using different approaches. However, evidence available to the researchers shows that no such studies has been conducted in military institutions in Kaduna State, hence the need to fill the existing gap. In view of these contending issues, this research examined the influence of leadership styles on the management of personnel in military institutions in Kaduna State, Nigeria.  
Objectives of the Study 
The following objectives were raised to guide the study: 
1. examine the influence of transformational leadership styles on the management of  personnel in military  institutions in Kaduna State; and 
2. determine the influence of transactional leadership styles on the management of personnel in military institutions in Kaduna State. 

Research Questions 
The following questions were raised to guide the conduct of the study: 
1 How does transformational leadership style influence the management of personnel in military institutions in Kaduna State? 
2 How does transactional leadership style influence the management of personnel in military institutions in Kaduna State? Research Hypotheses
The following hypotheses were formulated to guide the study: 
HO1: There is no significant difference in the opinions of respondents on the influence of  transformational leadership styles on the management of personnel in military  institutions   in Kaduna State. 
HO2: There is no significant difference in the opinions of respondents on the influence of  transactional leadership styles on the management of personnel in military  institutions  in Kaduna State. 
Methodology  
 Descriptive survey research design was used for the study. According to Shehu and Ezenwegbu (2016), in descriptive survey design, the researcher usually obtain information or data from other people whose representatives (samples) are used to give information about the larger population. Since the study is descriptive in nature and acquired data from instructors, heads of department and directors to examine the influence of leadership styles on the management of personnel in Military Institutions in Kaduna State, the descriptive survey design was deem appropriate for the study. The population of the study was 659 respondents which consisted of Five Hundred and Forty One (541) Instructors, Eighty One (81) Head of Departments (HODs) and Thirty Seven (37) Directors in all the six military institutions in Kaduna State. Simple random sampling technique was used to obtain the sample size of 234 respondents for the study. A self-designed questionnaire of twenty (20) items, tagged “Influence of Leadership Styles on the Personnel Management in Military Institutions Questionnaire (ILESOPMIMIQ)” designed by the researchers was used to collect data for the study. The instrument was structured on a five (5) points Likert’s scale options of Strongly Agree (SA), Agree (A), Undecided (U), Disagree (D) and Strongly Disagree (SD) with the numerical values of 5, 4, 3, 2 and 1 respectively. Two (2) research experts in the field of Educational Administration and Management vet the instrument. The reliability index of the instrument stood at 0.82 using Cronbach’s Alpha Methods. Descriptive statistics of mean was used to answer the research questions while inferential statistics One-Way-Analysis of Variance (ANOVA) was used to test the two (2) formulated null hypotheses at 0.05 level of significance. 
However, when the mean score of an item is higher than 3.00, the item was regarded as agree by majority of the respondents. On the other hand, when the mean score of an item is lower than 3.00, the item was considered disagree. A total of 234 copies of the questionnaire were distributed but only 213 copies were returned. The analysis of the study was therefore, based on the data gathered from the above mentioned number of returned copies of questionnaire. 
Results and Analysis 
Research Question One: How does transformational leadership style influence the management of personnel in military institutions in Kaduna State?
In order to establish the respondents’ opinions on this research question, ten item statements were developed on various issues related to the question. The responses of the respondents were scored in frequencies, percentages and mean as shown in Table 1. 
Table 1: Opinions of Respondents on the Influence Transformational Leadership Style  		   on the Management of Personnel in Military Institutions in Kaduna State 
	S/N  
	Item Statements  
	Categories of   SA  Respondents  
	
	A  
	
	U  
	
	D  
	
	SD  
	
	M  

	
	
	
	F  
	%  
	F  
	%  
	F  
	%  
	F  
	%  
	F  
	%  
	

	1  
	Acting as a role model to personnel help to enhance their management in military institutions.  
	Instructors  
HODs  
	18  
1  
	10.5  
3.8  
	115  
18  
	67.3  
69.2  
	16  
3  
	9.4  
11.5  
	12  
2  
	7.0  
7.7  
	10  
2  
	5.8  
7.7  
	3.91  
3.18  

	
	
	Directors  
	0  
	0  
	11  
	68.8  
	2  
	12.5  
	1  
	6.2  
	2  
	12.5  
	3.61  

	2  

	Encouraging personnel to be innovative and creative help to enhance their management in military institutions.  
	Instructors  
HODs  
	45  
4  
	26.3  
15.4  
	91  
14  
	53.2  
53.8  
	18  
3  
	10.5  
11.5  
	13  
5  
	7.6  
19.2  
	4  
0  
	2.3  
0  
	3.42  
3.48  

	
	
	Directors  
	8  
	50  
	6  
	37.5  
	1  
	6.2  
	1  
	6.2  
	0  
	0  
	3.62  

	3  


	The use of motivation as a tool to increase personnel performance help to enhance their management in military institutions.  
	Instructors  
HODs  
Directors  
	24  
2  
3  
	14.0  
7.7  
18.8  
	100  
13  
9  
	58.5  
50.0  
56.2  
	23  
5  
2  
	13.5  
19.2  
12.5  
	16  
4  
2  
	9.4  
15.4  
12.5  
	8  
2  
0  
	4.7  
7.7  
0  
	3.73  
3.65  
3.41  

	4  

	Setting a standard for every personnel to follow help to enhance their management in military institutions.  
	Instructors  
HODs  
	39  
8  
	22.8  
3.8  
	83  
13  
	48.5  
50.0  
	27  
1  
	15.8  
3.8  
	15  
2  
	8.8  
7.7  
	7  
2  
	4.1  
7.7  
	3.37  
3.81  

	
	
	Directors  
	4  
	25.0  
	8  
	50.0  
	2  
	12.5  
	1  
	6.2  
	1  
	6.2  
	3.52  

	5  


	Creating a good working conditions and favourable climate for personnel to perform effectively help to enhance their management in military institutions.  
	Instructors  
HODs  
Directors  
	27  
6  
3  
	15.8  
23.1  
18.8  
	107  
14  
11  
	62.6  
53.8  
68.8  
	14  
2  
0  
	8.2  
7.7  
0  
	16  
3  
2  
	9.4  
11.5  
12.5  
	7  
1  
0  
	4.1  
3.8  
0  
	3.78  
3.63  
3.46  

	6  

	Guiding personnel to have a vision of what they want to achieve help to enhance their 
	Instructors  
HODs  
	23  
2  
	13.5  
7.7  
	114  
19  
	66.7  
73.1  
	9  
1  
	5.3  
3.8  
	20  
4  
	11.7  
15.4  
	5  
0  
	2.9  
0  
	3.39  
3.37  
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	management 	in 	military institutions. 
	Directors 
	3 
	18.8 
	10 
	62.5 
	0 
	0 
	2 
	12.5 
	1 
	6.2 
	3.65 

	7 


	Providing emotional support to personnel during difficult times help to enhance their management in military institutions. 
	Instructors 
HODs 
Directors 
	26 
4 
3 
	15.2 
15.4 
18.8 
	90 
15 
8 
	52.6 
57.7 
50.0 
	16 
3 
1 
	9.4 
11.5 
6.2 
	37 
4 
3 
	21.6 
15.4 
18.8 
	2 
0 
1 
	1.2 
0 
6.2 
	3.24 
3.33 
3.21 

	8 


	Encouraging the use of teams to 	plan 	and 	implement activities help to enhance the management of personnel in military institutions. 
	Instructors 
HODs 
Directors 
	32 
4 
3 
	18.7 
15.4 
18.8 
	77 
9 
8 
	45 
34.6 
50 
	8 
2 
2 
	4.7 
7.7 
12.5 
	41 
10 
3 
	24 
38.5 
18.5 
	13 
1 
0 
	7.6 
3.8 
0 
	3.73 
3.65 
3.41 

	9 

	Treating 	personnel 	as individuals rather than just as members of a group help to enhance their management in military institutions. 
	Instructors 
HODs 
	24 
7 
	14 
26.
9 
	84 
12 
	49.1 
46.
2 
	16 
1 
	9.4 
3.8 
	33 
4 
	19.3 
15.
4 
	14 
2 
	8.2 
7.7 
	3.77 
3.8
9 

	
	
	Directors 
	2 
	12.
5 
	7 
	43.
8 
	2 
	12.
5 
	4 
	25 
	1 
	6.2 
	3.5
9 

	10 

	Motivating personnel to high level of performance help to enhance their management in military institutions. 
	Instructors 
HODs 
	4
3 
6 
	25. 1 
23.
1 
	57 
16 
	39. 2 
61.
5 
	9 
0 
	5.3 
0 
	3
1 
4 
	18. 1 
15.
4 
	2
1 
0 
	12.
3 
0 
	3.9 8 
3.4
3 

	
	
	Directors 
	2 
	12.
5 
	5 
	31.
2 
	3 
	18.
8 
	3 
	18.
8 
	3 
	18.
8 
	3.9
3 



Table 1 show that statements 1-10 were all accepted. This is because they had response means greater than the instrument scale mean of 3.00. This implies that majority of the respondents agreed with all the item statements that transformational leadership style influence the management of personnel in military institutions in Kaduna State.   
Research Question Two: How does transactional leadership style influence the management of personnel in military institutions in Kaduna State?  
In order to establish the respondents’ opinions on this research question, ten item statements were developed on various issues related to the question. The responses of the respondents were scored in frequencies, percentages and mean as shown in Table 2. 

Table 2: Opinions of Respondents on the Influence of Transactional Leadership Style       on the Management of Personnel in Military Institutions in Kaduna State 
	S/ N  
	Item Statements  
	Categorie SA  
s 	of  
Responde
nts 	F  
	%  
	A  
F  
	%  
	U  
F  
	%  
	D  
F  
	%  
	SD  F  
%  
	M  


	11  
	Making use of practical approach to solve 
	Instructor	6 s 	4  
	37.
4  
	68  
	39.
8  
	1
1  
	6.4  
	2
1  
	12.
3  
	7 	4.1  
	3.6
2  


difference 	among HODs 	6 	23. 	 12 	46. 	 2 	7.7 5 	19.	1 	3.8 3.4
personnel 	help 	to 	1 	2 	2 	0 
enhance 	their Directors 	6 	37. 	 6 	37. 	 1 	6.2 2 	12.	1 	6.2 3.7
management in 5 5 5 1 military institutions. 
12 Makes clear rewards Instructor 5 34.   89 52 5 2.9 1 9.4 2 1.2 3.8 that will be received s 9 5 6 4 
when work is HODs 7 26.   12 46.   1 3.8 4 15. 2 7.7 3.5 successfully 9 2 4 6 
accomplished help to Directors 3 18.   9 56.   1 6.2 3 18. 0 0 3.6 enhance the 8 2 8 7 management of personnel in military institutions. 
13 Constantly 	evaluates Instructor	2	18. 	 10	62 	1	11. 	 1	8.8 4 	2.3 3.7 the personnel help to s 	7 	8 	6 	9 	1 	5 	8 
enhance their HODs 1 3.8 17 65.   3 11.   2 7.7 3 11. 3.5 management in 4 5 5 6 
military institutions. Directors 5 31.   9 56.   1 6.2 1 6.2 0 0 3.8
2 	2 	1 
14 Directing personnel’s Instructor 1 10.   11 67.   1 9.4 1 7.0 1 5.8 3.9 attention to failures to s 8 5 5 3 6 2 0 1 
meet with expected HODs 1 3.8 18 69.   3 11.   2 7.7 2 7.7 3.1 standards help to 2 5 8 
enhance their Directors 0 0 11 68.   2 12.   1 6.2 2 12. 3.6 management in 8 5 5 1 military institutions. 
15 Concentrating full Instructor 4 26.   91 53.   1 10.   1 7.6 4 2.3 3.4 attention in dealing s 5 3 2 8 5 3 2 
with personnel’s HODs 4 15.   14 53.   3 11.   5 19. 0 0 3.4 mistakes, complaints 4 8 5 2 8 
and failures help to Directors 8 50 6 37.   1 6.2 1 6.2 0 0 3.6 enhance their 5 2 management in military institutions. 
16 Expresses satisfaction Instructor 2 14.   10 58.   2 13.   1 9.4 8 4.7 3.7 when personnel do s 4 0 0 5 3 5 6 3 
their work well help to HODs 2 7.7 13 50.   5 19.   4 15. 2 7.7 3.6 enhance their 0 2 4 5 
management in Directors 3 18.   9 56.   2 12.   2 12. 0 0 3.4 military institutions. 8 2 5 5 1 
17 Giving recognition to Instructor 3 22.   83 48.   2 15.   1 8.8 7 4.1 3.3 personnel who s 9 8 5 7 8 5 7 
accomplished a task HODs 8 3.8 13 50.   1 3.8 2 7.7 2 7.7 3.8 successfully help to 0 1 
enhance their Directors 4 25.   8 50.   2 12.   1 6.2 1 6.2 3.5 management in 0 0 5 2 military institutions. 
18 Encouraging team Instructor 2 15.   10 62.   1 8.2 1 9.4 7 4.1 3.7 work among personnel s 7 8 7 6 4 6 8 
when carrying out their HODs 6 23.   14 53.   2 7.7 3 11.   1 3.8 3.6 responsibilities as 1 8 5 3 
expected help to Directors 3 18.   11 68.   0 0 2 12.   0 0 3.4 enhance their 8 8 5 6 management in military institutions. 
19 The use positive and Instructor 2 13.   11 66.   9 5.3 2 11.   5 2.9 3.3 negative reinforcement s 3 5 4 7 0 7 9 
for the personnel help HODs 2 7.7 19 73.   1 3.8 4 15.   0 0 3.3 to enhance their 1 4 7 
management in Directors 3 18.   10 62.   0 0 2 12.   1 6.2 3.6 military institutions. 8 5 5 5 
20 Soliciting desired Instructor 2 15.   90 52.   1 9.4 3 21.   2 1.2 3.2 performance from the s 6 2 6 6 7 6 4 
 personnel help to HODs 4 15.   15 57.   3 11. 4 15.   0 0 3.3 enhance their 4 7 5 4 3 
 management in Directors 3 18.   8 50.   1 6.2 3 18.   1 6.2 3.2 military institutions. 8 0 8 1 

Table 2 shows that statements 11-20 were all accepted. This is because they had response means greater than the instrument scale mean of 3.00. This implies that majority of the respondents agreed with all the item statements that transactional leadership style influence the management of personnel in military institutions in Kaduna State.  

Hypothesis One: 
There is no significant difference in the opinions of Instructors, Head of Departments and Directors on influence of transformational leadership style on the management of personnel in military institutions in Kaduna State. Items 1-10 in the questionnaire are related to this hypothesis. Respondents’ opinions in respect of those items were collected, analyzed and presented in Table 3. 
Tables 3: Summary of One-Way ANOVA on the Influence of Transformational            Leadership Style on the Management of Personnel in Military             Institutions in Kaduna State. 

Sum 	of 	Mean 	F-
Variation 	Squares 	Df 	Square 	ratio 	F-crit. 	Sig.(P) 

	Between Groups 
	0.387 
	   2 
	0.193 
	
	
	

	
	
	
	
	0.905 
	3.04 
	0.406 

	Within Groups 
	44.859 
	210 
	0.214 
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Total 	45.246 	212 				

P<0.05 
Table 3 shows that the calculated Sig.(P) value of 0.406 is greater than 0.05 level of significant set for the study, while the calculated F-ratio value of 0.905 is less than the 3.04 F-critical value. Hence, the null hypothesis is hereby retained. Therefore, there is no significant difference in the opinions of Instructors, Head of Departments and Directors on influence of transformational leadership style on the management of personnel in military institutions in Kaduna State. 
Hypothesis Two: 
There is no significant difference in the opinions of Instructors, Head of Departments and Directors on transactional leadership style on the influence of management of personnel in military institutions in Kaduna State. Items 11-20 in the questionnaire are related to this hypothesis. Respondents’ opinions in respect of those items were collected, analyzed and presented in Table 4. 
Tables 4: Summary of One-Way ANOVA on the Influence of Transactional   	Leadership Style on the Management of Personnel in Military    	Institutions in Kaduna State. 
	Variation  
	Sum 
Squares  
	of 
	Df  
	Mean Square  
	F-
ratio  
	F-crit.  
	Sig.(P)  

	Between Groups  
	    0.232  
	
	   2  
	0.116  
	
	
	

	
	
	
	
	
	0.637  
	3.04  
	0.530  

	Within Groups  
	38.277  
	
	210  
	0.182  
	
	
	

	Total  
	38.509  
	
	212  
	
	
	
	


P<0.05 
Table 4 shows that the calculated Sig.(P) value of 0.530 is greater than 0.05 level of significant set for the study, while the calculated F-ratio value of 0.637 is less than the 3.04 Fcritical value. Hence, the null hypothesis is hereby retained. Therefore, there is no significant difference in the opinions of Instructors, Head of Departments and Directors on influence of transactional leadership style on the management of personnel in military institutions in Kaduna State. 
Summary of Major Findings 
Based on the data collected and analyzed, the following were the major findings of the study.
1. Transformational leadership style, such as encouraging personnel to be innovative and creative and creating a good working conditions and favourable climate for personnel to perform effectively promote the management of personnel in military institutions in Kaduna State. This was supported by the result of the hypothesis where p-value is 0.406. 
2. Transactional leadership, style such as expresses satisfaction when personnel do their work well and giving recognition to personnel who accomplished a task successfully enhanced the management of personnel in military institutions in Kaduna State. This was supported by the result of the hypothesis where p-value is 0.530. 

Discussion of Findings 
Based on the data collected and analyzed, the findings of the study revealed that transformational leadership style, such as encouraging personnel to be innovative and creative and creating a good working conditions and favourable climate for personnel to perform effectively promote the management of personnel in military institutions in Kaduna State. This finding agree with the findings of Anibasa (2021) who revealed that stakeholders perceived that principals that practiced transformational leadership style demonstrates their concerned for the needs and feelings of the staff through staff welfare. The finding also agrees with the finding of Aunga and Masare (2017) who found that there is a significant relationship between 
Transformational Leadership Style and Teachers’ Performance. Also, the finding agree with the finding of Saleem (2015) who shows that transformational leadership has the ability to structure a less political working environment, which ultimately have a positive effect on job satisfaction of teachers. The finding further support the finding of Voon, Ngui and Ayob (2011) who found that transformational leadership style has a positive relationship with job satisfaction. 
Findings of the study showed that transactional leadership style such as expresses satisfaction when personnel do their work well and giving recognition to personnel who accomplished a task successfully enhanced the management of personnel in military institutions in Kaduna State. In line with this finding, Hamid et al, (2018) found a significant relationship between transactional leadership style and morale of personnel in military institutions. Saleem (2015) also found that transactional leadership has such qualities that can strengthen the organizational politics perceptions among teachers this ultimately have negative effect on their job satisfaction. However, the finding disagree with the finding of Voon, Ngui and Ayob (2011) who revealed that transactional leadership style has a negative relationship with job satisfaction. Conclusion 
Based on the findings of the study, it was concluded that transformational leadership style, such as encouraging personnel to be innovative and creative and creating a good working conditions and favourable climate for personnel to perform effectively promote the management of personnel in military institutions in Kaduna State. Also, the study concluded that transactional leadership, style such as expresses satisfaction when personnel do their work well and giving recognition to personnel who accomplished a task successfully enhanced the management of personnel in military institutions in Kaduna State. 
Recommendations 
In line with the findings of the study, the following recommendations were made: 
1. The school administrators in the military institutions need to shift to transformative approaches of leadership for effectiveness so as to motivate personnel and enhance better performances. This can be done by undertaking a management courses in that regard. 
2. Government in collaboration with school administrators in the military institutions should ensure that productivity of personnel is rewarded. 
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