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ABSTRACT  

The study investigated the relationship between leadership styles and organisational commitment 

in two selected higher education institutions in South Africa. Transformation is a topical issue in 

the South African higher education institutions. The slow progress in attempts to transform the 

sector can be attributed to leadership styles and commitment. The study employed a quantitative 

research design and made use of a self-administered questionnaire to gather data. The 

Multifactor-Leadership and Organisational Commitment questionnaires were used for data 

collection.  The researcher used stratified sampling by grouping employees from each institution 

into academic and non-academic strata. In this study, descriptive statistics, Pearson correlation, 

multiple regression analysis were performed. The study indicated that transformational leadership 

and transactional leadership styles are significantly correlated with some of the organisational 

commitment constructs. The results further revealed that transformational leadership style 

explained the variance on organisational commitment better than transactional and laissez faire. 

Therefore, the study concludes that there is no one size fit all and recommended that each 

institution should diagnose its own situation for better pictorial view of what will work for that 

organisation. It is further recommended that leaders in higher education institutions should 

embrace more of transformational leadership as it has potential of transforming these institutions.  

Key terms:  

Organisational commitment, leadership styles, transformational leadership, transactional 

leadership, higher education institutions.  
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CHAPTER ONE: INTRODUCTION TO THE STUDY  

1.1 Introduction  

This chapter gives a description of what leadership entails and organisational commitment means 

in this study. The chapter highlights the reasons for conducting the study, and how it was 

conducted (methodology). The unit of analysis were also discussed in this chapter. This is the 

most critical part of the research as it gives an overview of the structure of the whole study.  

1.2 Background of the study  

In an era of more dynamic and prompt change that is cultivated through technological 

advancements, market expansion, mass production and globalisation, human capital 

development has become the most important aspect of any organisation and government 

(Tremblay, Lalancette, & Roseveare, 2012). Governments and organisations have invested 

extensively on human capital development as part of their strategic move to address these hasty 

changes and to be ready to meet future human resource needs (Tremblay, et al., 2012). To 

achieve this, the South African government like other governments around the world has given 

this mandate to higher education institutions to develop and empower its employees with the 

necessary skills to meet the dynamic needs of the society (Othman, Mohammed, & D’Silva, 2012). 

The goals of higher education institutions are primarily teaching, work force development, and 

research centred to solve community problems and assisting in the evolution and development of 

human species (Othman, et al., 2012; Tremblay, et al., 2012).  

However, in South Africa, equitable empowerment and accomplishment of higher education 

objectives cannot be possible without addressing the past injustices and imbalances in the 

education sector which among others excluded the black majority from acquiring quality education 

(Tremblay, et al., 2012; Nel, et al., 2014). Therefore, since 1994 when South Africa attained 

democracy, the emphasis has been on redressing the inequalities of the past (Kruger & Ramdass, 

2010). Thus, the government formulated programmes for restructuring and transforming the 

education system on principles of equity, human rights, democracy and sustainable development 

(Ministry of Education, 2002).  



2 
 

Inter alia, the government engaged in merging former white and black higher education institutions 

to improve their performance (Ministry of Education, 2002). Despite these efforts by the 

government to turn around higher education institutions in the country, little has been 

accomplished (Badat, 2010; Higher Education, 2015). Higher education institutions in South 

Africa, notably former “Bantu” higher education institutions, are still confronted by various 

challenges such as lower graduation rate and higher dropouts, especially for first year students 

(Kruger & Ramdass, 2010; Higher Education, 2015). Additionally, this is still visible and reflected 

among the racial lines, which have evoked wide debate on the ways to bring about social balance 

(Cloete & Kotze, 2015). This has seen the mushrooming of opportunistic radical idealists to 

transform the South African society (Higher Education, 2015). For this reason, there is a need to 

investigate factors that can channel the institutions of higher learning towards minimising these 

challenges and fast tracking the accomplishment of the transformation agenda and overall goals 

of higher education institutions.  

Among many other factors, leadership has been found to be one of the most important ingredients 

in stimulating higher organisational commitment leading to improved performance and driving 

change in organisations both private and public (Riketta, 2002; Demir, Sahin, Teke, Ucar & 

Kursun, 2009; Ozsahin, Zehir, Acar, & Sudak 2013). Yukl (2010) states that leadership can drive 

employees to achieve the goals of any organisation. In support of the above, Hughes, Ginnett and 

Curphy (2006) suggest that there is an increasing need for inspired leadership in the dynamic 

context of employees, shareholders, politicians and academics to provide solutions to 

organisational problems. Thus, leadership is the driver of change for organisations (Chiang & 

Wang, 2012). Leadership is defined, as the process of an individual’s influence of a group or 

followers to attain a specific goal (Clark, 1997). Yukl (2010) defines leadership as the process of 

influencing others to identify and come to an agreement about what must be done and how it 

should be done, and the process of expediting individual and combined efforts to achieve shared 

objectives.   

In the above definitions, there seem to be an agreement between ancient and modern leadership 

definitions that leadership is about influencing others towards a certain objective (Clark, 1997; 

Yukl, 2010; Nel, et al., 2014). Therefore, to influence the employees in higher education 

institutions to achieve institutional goals and overcome the future challenges, there is a need for 

management to adopt leadership styles that will facilitate the accomplishment of higher education 

institutions goals (Garcia-Morales, Jimenez-Barrionuev & Gutierrez-Gutierrez, 2012). Blickle 
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(2003) states that for an organisation to be effective, it is critical for managers to influence their 

subordinates, peers and superiors to achieve their best potential and overall organisation 

objectives. A study by Stup (2005) found that employees who felt fairly treated, respected and 

valued by management feel more attached to the organisation. Moreover, they contribute more 

to its survival, success and adaptation to the ever-changing environment hence transformation 

(Stup, 2005).  

Leadership has generated much attention from scholars which has led to development of a variety 

of leadership dimensions, ideologies and styles. These include inter alia, directive, supportive, 

participative and results oriented (House & Mitchell, 1975); functional leadership (Adair, 1983)  

and transformational & transactional (Bass & Avolio, 1994). These leadership styles were a result 

of continued refinement of the leadership concept (Vecchio, 1995; Nel, et al., 2014). However, in 

this study, among the various leadership styles mentioned above, the focus will be on 

transformational, transactional leadership styles and laissez-faire as a holistic approach to 

leadership.   

Transactional and transformational leadership styles are among the most researched styles in 

modern leadership studies (Limsila & Ogunlana, 2008; Othman et al., 2012; Nordin & Kasbion, 

2013). Studies have focused mainly on these two leadership styles and they have gained much 

attention in the modern way of doing business (Xiaoxia, Jing, & Xiaoxia, 2006; Asgari, Silong, 

Ahmed & Abu Samah, 2008; Bushra, Usman, & Naveed, 2011; Othman et al., 2012). Hence, the 

selection of these two leadership styles was based on their modern applicability and their flexibility 

(Limsila & Ogunlana, 2008; Bagraim, Cunningham, Pieterse-Landman, Potgieter & Viedge 2011; 

Nel, et al., 2014).   

Transformational leadership was said to be a new paradigm and leaders can use it to create an 

adaptive organisation (Bagraim, et al, 2011). Therefore, with the ever-changing environment it will 

be important that organisations, including higher education institutions, adopt a flexible and 

adaptive leadership style to pursue transformation in these institutions. Bagraim et al, (2011) 

further state that a transformational leader is a futurist who creates a compelling vision that 

inspires total commitment to, and acceptance of, change by followers. In addition, 

transformational leadership stimulates creativity, innovation and new ideas, which help the 

organisation to grow faster and adapt well to the dynamic environment (Bushra et al., 2011). 

Avolio (1999) further adds that transformational leaders develop the vision, communicate it to 
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employees and show consistence in the implementation of a vision thereby generating or 

developing commitment from employees towards the organisation’s vision. Thus, the mission of 

transforming higher education institutions in South Africa can be achieved through a shared vision 

between higher education institutions employees and leadership (Avolio, 1999; Ozsahin, et al., 

2013).   

On the other hand, transactional leadership style revolves around the leaders offering contingent 

rewards to attain organisational goals (Bagraim et al., 2011; Mokgolo, Mokgolo, & Modiba, 2012). 

Thus, transactional leadership represents those exchanges that the leader and the followers 

engage in, which in turn influence the reciprocal relationship from employees of attaining 

something of value (House & Antonakis, 2014). Leaders who use the transactional leadership 

style give their followers what they want in exchange for what leaders want, thus the employees 

and leaders engage in a mutual relationship in which each party reciprocates an action, or reward 

advanced (House & Antonakis, 2014).  

Among factors identified by various scholars as key to turning around organisations and directing 

them towards attaining their goals, is organisational commitment (Riketta, 2002; Demir, et al., 

2009; House & Antonakis, 2014). Organisational commitment as defined by different authors 

indicates the relationship between an individual employee and the organisation, attachment, 

identifying with the organisation, the need to remain and the will to work hard to meet the 

organisational goals (Huey Yiing & Bin Ahmad, 2009; Lo, Ramayah, Min & Songan, 2010; Acar, 

2012; Benligray & Sonmez, 2012). Organsiational commitment has been defined as an 

employee’s strong desire to remain a member of a certain institution, his/her willingness to put up 

more effort on behalf of the company to achieve more and acceptance of what the organisation 

stands for (Ozsahin, et al., 2013).   

In addition, Nel, et al., (2014) state that, organisational commitment is one of the key components 

to the success of an organisation and it drives employees to willingly make sacrifices in pursuit of 

organisational goals. Studies have shown that organisational commitment has other benefits for 

the organisation like low turnover, organisational citizenship behaviour, increased satisfaction and 

performance that can be used to transform higher education institutions in South Africa (Coyle-

Shapiro, Morrow, & Kessler, 2006). Literature has shown that to achieve higher performance and 

transformation there is a need for leaders to accomplish organisational commitment from their 

employees (Bushra, et al., 2011; Marry & Suzan, 2014).   



5 
 

1.2.1 Relationship between leadership styles and the organisational commitment  

Various studies have been conducted to investigate the effects of either transactional or 

transformational leadership style or both on the organisational commitment and they have shown 

a strong relationship in almost all cases (Ali, Babar, & Bangash, 2011; Acar, 2012; Dun, Dastoor 

& Sims 2012; Igella, 2014). A study by Bushra, et al., (2011) indicates that transformational 

leadership enhance interpersonal relationships between supervisors and subordinates and it 

achieves high levels of organisational commitment.   

A study by Othman, et al., (2012) investigated the relationship between leadership styles and 

organisational commitment in higher education institutions. The study confirmed that there is a 

positive relationship between transactional and transformational leadership and organisation 

commitment. In support of the above, Ali, Babar and Bangash (2011) found statistically significant, 

positive correlations between transactional and transformational leadership styles and 

organisational commitment. Several studies on the effects of transformational and transactional 

leadership styles on organisational commitment have found a significant relationship between 

these styles and organisational commitment (Acar, 2012; Clinebell et al., 2013; Igella, 2014).   

Leadership styles plays a significant role in bringing about organisational commitment to an 

organisation (Lok & Crawford, 2004; Alkahtani, 2016). Studies have revealed that among other 

factors such as age, race, gender, policies, culture, attitudes, and job challenges, the main 

predictor of organisational commitment are leadership styles (Dulewicz & Higgs, 2005; Asgari, et 

al., 2008; Sušanj & Jakopec, 2012). Furthermore, Top, Oge, Atan and Gumus (2015) pointed out 

that inter alia, organisational commitment is largely dependent on the leadership style chosen by 

the leader or administrator. Literature has shown that leaders direct and guide their followers 

towards stated organisational goal(s) (Nel, et al., 2014). This in turn influences employees to 

remain with the organisation and helps it in attaining its objectives (Yukl, 2010). Hence, if 

employees are committed, they are willing to go beyond the call of duty in pursuit of organisational 

goals (Yiing & Bin Ahmad, 2009). Thus, leaders can enhance the performance and attainment of 

goals of these institutions through achieving higher employee organisational commitment 

(Riketta, 2002).   

In addition, many studies have found a strong relationship between leadership styles and 

organisational commitment (Marjolein & Van Dierendonck, 2012; Munyeka & Ngirande, 2014). 
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However, literature on the effects of leadership styles on organsiational commitment have 

confirmed leadership styles as the antecedent of organisational commitment (Sabir, Sohail, & Asif 

Khan, 2011; Marjolein & Van Dierendonck, 2012; Munyeka & Ngirande, 2014). Furthermore, 

these studies have established solid evidence that there is a positive relationship between 

leadership styles and organisational commitment (Ekaterini, 2010; Sabir, et al., 2011; Alkahtani, 

2016).    

1.3 Problem statement  

Transformation of higher education institutions in South Africa remains a challenge and in terms 

of overall output and equity of outcomes graduate production remains very low (Council for Higher 

Education, 2013; Higher Education, 2015; Cloete & Maasen, 2015). These challenges pose a 

great threat to both development and social cohesion in a small democracy like South Africa as it 

breeds high inequality rates (Soudien, 2013).  Thus, less skilled people in the country feel left out 

by the rest of the world community who are perceived or seen as better off (Department of Higher 

Education, 2015). The South African government through the Ministry of Higher Education 

embarked on redressing the past. Furthermore, the Ministry of Higher Education aimed to improve 

the quality of education for all students, regardless of their origin, social, economic and cultural 

background, for them to have opportunities to obtain knowledge, grow skills and be productive 

(Ministry of Higher Education South Africa, 2002). In higher education institutions like other 

organisations, the responsibility for accomplishing the goal of quality respites with the leaders 

(Moman, 2012).   

In response to the everchanging and growing lacuna between the poor and the rich, leaders need 

to spear head transformation in higher education institutions and this cannot be achieved by 

leaders alone without committed staff (Navickaitė, 2013; Aydin, Sarier, & Uysal, 2013). As studies, 

have shown that leadership style(s) chosen have great influence on the degree of organisational 

commitment of an organisation, therefore there is a need to explore the connection of leadership 

styles and organisational commitment in higher education institutions to achieve equality in the 

higher education institutions and attain government projection of having a transformed higher 

education institutions (Khasawneh, Omari, & Abu-Tineh, 2012;  

Moman, 2012). Transformation is an essential process of change that is designed to change the 

thinking, behaviours, attitudes, belief systems, ethos and policies governed by continued mirroring 
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and action (Besson, Huber, Mompoint-Gaillard, & Rohmann, 2014). Therefore, the study believes 

that if a leadership style that achieves employee organisational commitment is implemented, the 

goal of transforming higher education institutions will soon be realised.   

1.4 Significance of the study  

The study hopes to bring about a contemporary understanding of the effects of leadership styles 

on organisational commitment in relation to higher education institutions. It also explores and 

make recommendations on how organisational commitment can be used to achieve the pressing 

challenge of transformation facing South African higher education institutions.   

Furthermore, the study form part of theoretical framework that show how leadership styles 

influence organisational commitment in higher education institutions. As stated by various 

scholars that for change to occur in an environment including higher education institutions 

leadership styles and organisational commitment are the key components (Goetsch & Davis, 

2014; Nahavandi, 2016). It is also envisaged that this research can be used in numerous attempts 

to accelerate transformation in higher education institutions and beyond.  

In addition, the study seeks to determine if there is a relationship between leadership styles and 

organisational commitment in South African higher education institutions. This will lead to an 

increase in knowledge of the concept of organisational commitment and leadership styles.  

1.5 Aims of the research  

The aim of this study was to investigate the effects of leadership styles (transformational, 

transactional, Laissez-faire) on the employee organisational commitment in the higher education 

institutions in South Africa.   

1.6 Research objectives  

The objectives of the study are as follows:    

 To determine the relationship between leadership styles (laissez-faire, transactional and 

transformational) and organisational commitment (normative, affective and continuance) 

in higher education institutions.   

 To determine if transformational and transactional leadership styles constructs have 

varied impact on organisational commitment facets in higher education institutions.  
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 To determine which of the three leadership styles has more impact on organisational 

commitment in the higher education institutions.  

1.7 Research question  

Is there a relationship between leadership styles (transformational, laissez-faire and transactional) 

and the organisational commitment (affective, normative and continuance) in higher education 

institutions?  

1.8 Research hypotheses  

H1: There is a relationship between leadership styles (transactional and transformational) and 

affective commitment.  

H2: There is a relationship between leadership styles (transactional and transformational) and 

normative commitment.  

H3: There is a relationship between leadership styles (transactional and transformational) and 

continuance commitment.  

H4: There is a relationship between Laissez-faire leadership style and organisational commitment 

(affective, normative and continuance commitment).  

1.9 Outline of chapters  

This section outlines the structure of the research and the study headings and sub-headings.  

1.9.1 Chapter One: Introduction to the study  

Chapter 1 covers the outline and the introduction of the study and the methodology to be used.  

In addition, the chapter acts as a guideline to the study.  
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1.9.2 Chapter Two: Literature review  

Literature review outlines the empirical studies that have been conducted in the past by previous 

researchers. This chapter focuses on reviewing what other scholars and researchers have 

uncovered or discovered in relation to the topic.   

1.9.3 Chapter Three: Research methodology  

In this section, the researcher gives a detailed picture of how the study was conducted. The 

chapter states the methods, techniques and the instruments that were used in the study.  

1.9.4 Chapter Four: Analysis and presentation of results  

After the data collection from the participants in the study, it is of paramount importance that data 

be put in a logical and understandable manner. This logical reasoning around the collected 

information and putting it in a meaningful form is done in this chapter.  

1.9.5 Chapter Five: Discussion of research results, conclusions and recommendations for 

future research.  

When information has been interpreted, it therefore needs to be inferred to the population under 

study, thus using the findings to communicate back on what the study found about 

objects/subjects.  

1.10 Chapter summary   

The chapter outlined the background of the study and reviewed briefly what other scholars have 

done regarding the relationship between leadership styles and organisational commitment. In 

addition, the chapter went on to illustrate the reason why the study is being conducted and how 

the study will be presented.  The chapter further gave the guidelines as to what needs to be 

achieved in this study
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CHAPTER TWO: LITERATURE REVIEW  

2.1 Introduction   

This chapter gives a background on leadership, organisational commitment and problems of 

transformation in higher education institutions in South Africa. The chapter further shows the 

relations between these three concepts.  In addition, theories and assumptions surrounding the 

concepts of leadership and organisational commitment are discussed in this chapter. Specifically, 

the chapter focuses on the effects of transactional and transformational leadership styles on 

organisational commitment.   

2.2 Leadership   

Leadership is among the most widely discussed concepts, as it is believed to form the basis for 

success of any structure, company, organisation, institution and nation (Nel, et al., 2014; Harper 

& Hall, 2015). Various studies have been conducted to conceptualise the idea of leadership hence 

different leadership theories have been brought forward on how leaders behave or should behave 

(Nahavandi, 2006; Mullins, 2010; Harper & Hall, 2015). These include among others, McGregor’s 

X and Y theory (McGregor, 1960), Path- Goal theory (Evans & House, 1970), Leadership grid 

(Hersey & Blanchard, 1982) and Hersey’s situational Leadership Model (Hersey, Blanchard, & 

Natemeyer, 1979).  

Theories, styles and approaches on leadership have been developed overtime such as Evans 

and House (1970)’ Path-Goal theory, directive, supportive, participative and results oriented 

(Mitchell, 1975); Employee and production orientation (Blake & Mouton, 1964); Multilevel 

Approaches (Lowe & Gardner, 2001) and laissez-faire, transactional and transformational (Bass 

& Avolio, 1994). The development of various leadership styles meant that leaders are viewed from 

different standpoints and leadership styles can be adjusted to meet the prevailing environmental 

conditions (Bryman, 2013). Therefore, leadership theories and concepts are discussed in detail 

below.   

2.2.1 Definition of leadership  

Chemers (2014) defined leadership as the process of influencing a group of followers to attain 

objectives and channel the organisation to the direction that it is more cohesive and coherent.  



11 
 

Similarly, Sušanj and Jakopec (2012), view leadership as the process whereby the leaders try to 

influence the followers to move towards achieving predetermined goal(s) through interaction. 

However, some leadership theories and definitions are ambiguous and are dependent on the 

organisation or context in which they are defined (Pfeiffer, 1977; Spitzberg, 1997). The study used 

the definition by Nel, et al., (2014) and Clark (1997) which states that leaders attempt to influence 

others to achieve specified goals.   

A study by Walters (2001) identified modern characteristics of leaders such as, ability to create 

vision, ability to go through tough times, mental agility for fast decision-making, relinquish power 

and have emotional intelligence to influence others. Similarly, Nahavandi (2006) and Hlupic 

(2014) also pointed out that emotional intelligence is the ability to identify, understand and respond 

appropriately to one self’s emotions and those of others with the aim of influencing their 

behaviours. The characteristics identified above by Walters (2001) show that leadership involves 

the ability to direct, guide and adapt the organisation to the ever-changing environment. Moreover, 

leadership is considered as the most important factor in initiating and implementation of 

transformation in institutions or organisations (DePaul, 2015).  

2.3 History of leadership   

History has brought about evolution in the school of thought about leadership. This has generated 

different views and articulations on the subject and some opposing views have resulted and have 

been contested by various scholars (Walters, 2001; Nel, et al, 2014). There was and still is 

continued refinement of the leadership concept and how leaders should be behaving (Goleman, 

Boyatzis, & McKee, 2013). This refinement led to the development of the transactional and 

transformational leadership styles (Bass & Avolio,1994). Some of the leadership developments 

leading to the emergence of transactional and transformational leadership styles are discussed 

below.   

2.3.1 Trait theory  

Prior to the emergence of the transactional and transformational leadership styles, characteristics 

of leaders formed the foundation of what constitutes a leader (Avolio, 1999). The trait approach 

theory states that leadership is a skill that a person is born with as opposed to developing or 

learning to lead (Mullins, 2010; Lussier & Achua, 2015). Cervone and Pervin (2008, p. 8) defined 
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personality traits as “psychological qualities that contribute to an individual's enduring and 

distinctive patterns of feeling, thinking, and behaving”. According to Mullins (2010), a person is 

born with certain characteristics, qualities and attributes that make him/her a leader and these 

traits separate the leader from the followers. The theory also makes a comparison of 

characteristics for successful and unsuccessful leaders. This comparison helps in determining 

traits required for a leader to be successful. The trait theory identified the following traits for a 

successful leader; self-confidence, knowledge possession, motivational skills, reasoning skills, 

reliability and morality, charismatic and creativity (Mullins, 2010; Lussier & Achua, 2015).  

Scholars such as Stogdill (1948), Mann (1959) as wells as Colbert, Judge, Choi and Wang (2012) 

voiced scepticism in relation to the trait theory and thus, researchers fell out of favour with it. Bass 

(1990) as well as Van Wart (2014) pointed out that 43 traits of this theory make it difficult to 

compare results with other studies. House and Aditya (1997, p. 410) revealed that, “one problem 

with early trait research was that there was little empirically substantiated personality theory to 

guide the search for leadership traits”. Furthermore, among the scepticism expressed, was that 

the trait theory fails to take into consideration different situations, the most important attributes of 

effective leadership and the ability to learn to lead (Lussier & Achua, 2015). Mullins (2010) further 

states that trait theory cannot be used in the selection of leaders, however, it can be used for 

benchmarking purposes against which traits can be assessed for a potential leader.   

2.3.2 Functional approach  

This approach avoids focusing on what leaders are and pays attention to what is important for a 

leader to be effective and efficient hence the term functional leadership approach (Mullins, 2007; 

Northouse, 2015). Adair (1983) identified three characteristics of functional leadership which are 

those concerned with building the team, those concerned with developing individuals within the 

team and those directed at the achievement of the task. The functional approach strongly argues 

that leadership skills can be acquired as opposed to being born with (Adair, 1983). In a different 

view, the functional approach is strongly against the trait theory which is based on the arguments 

that leaders are born with certain traits for leadership as opposed to learning to lead (Van Wart, 

2014). This approach however, assumes that individuals can develop and learn throughout their 

occupation.   
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In addition, the functional leadership approach emphasises on the training and self-development 

of employees. Rayner and Adam-Smith (2009) classified the functional leadership approach as 

self-selection into management positions or roles. This approach has been commended and 

viewed as a success especially to middle managers and line managers (Rayner & Adam-Smith, 

2009).   

Like any other model, the functional approach has its pitfalls. This approach fails to recognise the 

significance of other attributes such as tacit knowledge regarding effective performance and the 

relationship between the individual and the organisational context, which comes from the general 

experience (Yukl, 2012).   

2.3.3 Behavioural theory  

Behavioural theory is referred to as leadership approach that emerged in the late 1940s and late 

1960s by scholars such as Blake and Moutons (1964). The major focus of the theory is on the 

leadership effectiveness and it must do with how a leader behaves (Bryman, 2013). The approach 

brought a shift from the former common view that leaders with the right abilities/attributes must 

be selected and changed to believe that effective leadership lies in certain behaviours (Bryman, 

1992; Avolio & Yammarino, 2013).    

When Blake and Moutons (1964) introduced the concept, they identified two types of leaders: the 

leaders who are concerned with the production and the leaders who are people-centred. 

Production concerned leaders always put more emphasis on the production, and they closely 

monitor their subordinates. On the other hand, people-centred leaders put more emphasis and 

consideration on the handling of employees and they believe that if employees are well taken 

care of, they will eventually become productive.   

The behavioural school of leadership goes further than the trait theory by examining the effect the 

leader has on the performance of the followers. Thus, a leaders behaviour is examined in relation 

to the outcomes of the group that he/she is leading. Mullins (2010) summarises these leadership 

behaviours into task functions and maintenance functions. The leaders who are concerned with 

task functions focus on the structure dimensions and production. However, the leaders concerned 

with maintenance functions put more emphasis on employee/follower consideration, thus they 

exhibit employee centred behaviours.   
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The assumptions of production orientation are strongly related to the theory proposed by 

McGregor (1960). McGregor’s Theory X and Y assumes that Theory X managers believe that 

employees are lazy and they need to be punished if they fail to meet the expectations. This is a 

clear indication of the concern for production as propounded by Mullins (2007). Similarly, this 

assumption is closely linked with the transactional leadership in which the leaders go to the extent 

of giving subordinates what they want to attain the high levels of production. On the other hand, 

Theory Y assumes that employees can self-manage themselves and perform well if left alone, 

thus Theory Y has the concern for the followers and it is people-centred as stipulated in the Ohio 

State leadership studies by Mullins (2007). Theory Y also contributed to the fundamentals of 

transformational leadership which advocates that leaders have a concern for their subordinates 

and these leaders support their subordinates to achieve their best ability (Wilson, 2016).   

2.3.4 Path-Goal leadership theory and leadership styles  

One of the most prominent contingency approaches to leadership theories is the one developed 

by Evans and House (1970s) called “The Path-Goal leadership theory”. This theory takes into 

consideration the way the leader appeals to the followers, the way followers perceive goals and 

how these goals are to be achieved (House, 1971).  House further pointed out that, motivation, 

satisfaction and work performance of employees or workers is largely dependent on the style 

chosen by the leader or administrator. House (1971) examined various dimensions of leadership 

such as consideration, degree of closeness and hierarchical influence and subsequently arrived 

at four distinct leadership behaviours for different situations and these are the supportive, 

directive, participative and achievement oriented leadership behaviours. The supportive, 

participative leadership orientation also formed the basis for Burns (1978)’s theory of 

transformational leadership. The theory assumes that the leaders have concern for people, 

support and sometimes participate in their activities to inspire them.  

On the other hand, transactional leadership exhibits the features of directive and achievement 

orientation. This implies that leaders will offer something for the goals to be met and they go 

further to direct the subordinates on how to perform certain tasks (Hersey & Blanchard, 1982).  

Leadership styles are concerned with the leader’s attitude towards the followers and the 

behaviours exhibited on a day-to-day basis through interaction with the followers (Naseer, Raja, 

Syed, Donia, & Darr, 2016). Thus, this creates a range of possibilities and therefore different 
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leadership styles (Naseer, et al., 2016). These styles are mainly focused on the powers of both 

managers and non-managers when making decisions. This approach scrutinises the skills and 

requirements for leading the group and no specific attributes are said to be recommended for a 

specific situation therefore, there is room for analysing and identifying a range of successful 

leadership styles. In addition, the model shades light on the importance of flexibility in leaders in 

management styles, thus leaders should approach every situation differently depending on its 

merits and the environment.   

2.4 Synthesis of transactional and transformational leadership styles  

The above-mentioned leadership theories and approaches can be summed into three modernised 

approaches and theories which are lasses-faire, transactional and transformational leadership 

styles.  These three leadership styles sum up the different approaches/theories proposed by 

different scholars and researchers (McGregor’s Theory X and Y, 1960; Evans and House’ Path-

Goal Theory, 1970; Blake and Mouton’s Behavioural approach, 1964; & Adair’s Functional 

approach, 1983). Inter alia, the leadership approaches mentioned above exhibit two basic 

features which are transactional and transformational leadership approaches and the non-

leadership component laissez-faire.   

Judge and Piccolo (1978) pioneered the concept of transactional, transformational and laissez-

faire leadership. This concept was further developed by Bass and Avolio (1994) into what they 

called the full range of leadership. Scholars such as Bass and Avolio (1994) were more interested 

in identifying the “full range of leadership”. In their attempts to conceptualise the full range of 

leadership, they discovered that every leader shows a frequency of transactional and 

transformational behaviours, as well as non-leadership behaviours (laissez-faire). Burns (1978) 

distinguished between transactional and transformational leadership, the assumption was that the 

one prohibits the other and there is a feeling that these leadership styles are at opposite ends of 

the range of leadership (Gellis, 2001; Judge & Piccolo, 1978).   

Nevertheless, great leaders exhibit the traits of both transactional and transformational leadership 

features and non-leadership components (Judge & Piccolo, 1978).  Thus, the call for marrying the 

three styles as they complement and enhance each other (Rolfe, 2011). Hence, among the many 

leadership styles put forward by various scholars such as directive, supportive, coaching, and 

delegating, full range leadership (laissez-faire, transactional and transformational) were chosen 

for the purposes of this study as they sum-up various styles together. These two have been found 
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to show a great deal of levels of employee organisational commitment (Sušanj & Jakopec, 2012; 

Dunn, et al., 2012; Joo, Yoon & Jeung, 2012; Leow & Khong, 2015). However, both styles exhibit 

different levels of employee commitment in different situations/circumstances (Leow & Khong, 

2015).   

This two-dimensional leadership styles notion has contributed significantly to the field of 

leadership (Burns, 1978; Bass, 1985; Roueche, Baker III, & Robert, 2014). After the emergence 

of two-dimensional leadership styles, interests have shifted to, amongst others, to 

transformational and transactional or charismatic leadership styles (Fisher, Weir, & Phillips, 2014; 

Leow & Khong, 2015). The full range leadership approaches were chosen in this study based on 

their modern applicability and that they are future focused as opposed to the traditional and other 

leadership styles (Bagraim, et al., 2011). Transactional and transformational leadership styles are 

therefore discussed as follows.   

2.4.1 Transformational leadership  

Transformational leadership is the process of changing employee attitudes and perceptions about 

the organisation in preparation of changes in company strategies and objectives (Yukl & Fleet, 

1992). This leadership style generates or stimulates employee morale and it encourages 

employees to use their abilities (Cleveland-Innes & Sangra., 2010). Furthermore, transformational 

leadership motivates employees to arrive at performances that are beyond expectation through 

believing in organisational values and norms (Bass, 1985). According to Roueche, Baker III and  

Robert (2014), transformational leadership style ignites a positive change in employees’ attitudes 

towards the strategies and goals of the organisation. Transformational leaders develop the vision, 

communicate it to employees and show consistence in the implementation of the vision thereby 

generating or developing commitment from employees towards the vision (Somboonpakom & 

Kantabutra, 2014). Covey (2007) stated that transformational leaders encourage their followers 

by raising the bar through appealing for higher ideals and values from their followers. In this, they 

influence values and use enigmatic methods to entice followers to the values and to themselves 

(Covey, 2007).   

According to Susan (2014), transformational leaders have four features that enable them to 

motivate others and these are; idealised influence, inspirational motivation, individualised 
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consideration and intellectual stimulation. A transformational leader helps individuals to go 

beyond their self-interest for the sake of the greater dream of the institution (Avolio, Bass, & Jung, 

1995). Transformational leaders believe in people, and are driven by a strong set of standards 

such as faithfulness, trust, and personal attention to employees, which could positively influence 

employee organisational commitment in the end. These key features give leaders the ability to 

analyse the situation (intellectual stimulation), take into consideration followers’ different 

circumstances (individualised consideration), incorporate objectives and goals to one vison 

shared by him and the followers (idealised influence) and drive the followers to attaining the 

unexpected outcomes (inspirational motivation) (Somboonpakom & Kantabutra, 2014). These 

features of transformational leadership are discussed as per Dubinsky et al., (1995) and Bass 

(1985) below:  

2.4.1.1 Charisma or idealised influence (II)  

This is the extent to which the leader acts in a pleasant way that stimulates employees or followers 

to develop attachment with the leader. Idealised leaders exhibit views, believe in their followers 

and appeal to their employees (Van Knippenberg & Sitkin, 2013). Thus, leaders set clear values 

and live up to them on a day-to-day basis and being a role model to their employees. Building 

genuine rapport between the leaders and the followers is the key in this kind of leadership style 

and trust should be built on strong grounds of morality and ethics. Hence, this characteristic can 

be used effectively in bringing about employees in higher educational institutions to have a shared 

vision of the institution (Van Knippenberg & Sitkin, 2013; Roueche, Baker III, & Robert, 2014).   

2.4.1.2 Inspirational motivation (IM)  

According to Bally (2007), the leader inspires and appeals to his followers through articulating the 

vision in a charismatic manner. Inspirational leaders challenge their employees by setting high 

standards, communicating about the future goals and giving the meaning to the job at hand (Bally, 

2007; Ndunge, 2014). The belief by inspirational leaders is that followers should have a solid 

sense of purpose for them to be committed to achieving the goals of the organisation. Inspirational 

motivation raises enthusiasm and optimism, intellectual stimulation inspires rationality and 

reasoning, individualised consideration focuses on the personal attention and idealised influences 

gives visions and drive to accomplish a set goal or mission (Dubinsky, Jolson & Spangler, 1995). 

Lastly, communication is used as the basis for inspiring followers hence; this implies that 
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inspirational leaders must have robust communication skills (Hackman & Craig, 2013; Ndunge, 

2014).  

2.4.1.3 Intellectual stimulation (IS)  

Intellectual stimulation refers to the extent to which the leader challenges perceptions, lobbies 

followers’ ideology and takes risks. These leaders arouse and encourage creativity from their 

subordinates. The main goal from this leadership feature is to provide a structure to the followers 

on how they connect to the leader, the company, objectives and one another. It is believed that 

with this structure, followers will be able to overcome obstacles (Northouse, 2010; Northouse, 

2015)   

2.4.1.4 Individualised consideration (IC)  

Individualised consideration refers to the extent to which the leaders attend to the individual needs 

of employees and guide employees in overcoming or dealing with these concerns. The leader 

respects and shows appreciation of the contributions made by each member of the team in the 

organisation (Northouse, 2010; Northouse, 2015). This approach also gives leaders the 

opportunity to propel greater achievement and growth in the organisation. For this reason, higher 

education institution leaders can achieve greatness through appreciating the contributions made 

by individuals hence, greater commitment and achievement for the institutions (John & Taylor, 

2014).   

2.4.2 Transactional leadership  

Transactional leadership represents those exchanges that the leader and the followers engage 

in, in turn influences a reciprocal relationship from employees of attaining something of value 

(Hunter, et al., 2013).Transactional leaders give their followers what they want in exchange of 

what they leaders want, thus the employees and leaders in this case engage in a mutual 

relationship in which each part reciprocate an action, or reward advanced (Hall, 2013). This 

implies that transactional leaders should continuously fulfil the expectations of their subordinates 

to ensure continued commitment from them (Mokgolo, Mokgolo & Modiba, 2012). In addition, 

Jansen (2015) suggested that transactional leadership is crucial to effective management, as the 

effectiveness eventually leads to the success of an institution.   
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House and Antonakis (2014) distinguished between levels of transactional leadership style 

ranging from what he called “obvious (jobs, subsidies for campaign contributions) to the less 

obvious (trust, commitment and respect)”. Burns (1978) identified another form of transactional 

leadership which involves the promises that are grounded on the exchangeable values that 

comprise of respect and trust. These values create a bond between leaders and followers in an 

endeavour to realise the needs of both parties. In support of this, Bass (1985) identified three 

dimensions of transactional leadership, which are management-by-exception, laissez-faire and 

contingent rewards and these are discussed below.  

2.4.2.1 Management-by-exception (ME)  

It entails that leaders monitor followers’ performance or behaviour and take corrective action 

should there be any deviation from the predetermined standards. This was classified as active 

management-by-exception (Bass, 1985). LePine, Zhang, Crawford and Rich (2013) further state 

that there is also passive management-by-exception whereby the leader fails to intervene until a 

problem gets serious. This kind of management-by-exception gives followers the freedom to 

conduct their business without leadership interference. However, things usually get out of control 

when the mistake made has a detrimental effect to the business (LePine, et al, 2013).  

2.4.2.2 Contingent rewards (CR)  

Leaders engage in a constructive path goal transaction of reward for the effort put by an 

employee. Moreover, expectations, exchange promises and resources for support of the leaders 

are clarified (Bernerth, Walker, & Harris, 2016). Leaders and employees also arrange mutually 

satisfactory agreements, negotiate for resources, exchange assistance for effort and provide 

commendations for successful follower performance (Bass, 1985; House & Antonakis, 2014).   

2.4.3 Laissez-faire leadership style (LF)  

Laissez-faire leadership is a non-leadership component that is exhibited by leaders. Leaders here 

tend to avoid their responsibilities and they are usually absent whenever needed (Breevaart, et 

al., 2014). Laissez-faire leaders also resist expressing their views on critical matters and they do 

not follow up on requests for assistance (Wrong & Giessner, 2015). Thus, managers avoid at all 

costs interfering with employees at doing their job (Bass, 1996; Skogstad, Hetland, Einarsen, & 

Glaso, 2014).  
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2.5 Contrast between transactional and transformational leadership styles  

Burns (1978) discusses various types of leadership styles, especially contrasting transactional 

and transformational leadership. Transactional leadership style largely appeals to self-interested 

motivations of followers, with transformational leadership, which attempts to raise followers’ 

consciousness to reform and improve the institutions (Van Wart, 2005; Rotberg, 2014). According 

to Sorenson (2016) transactional leadership takes place when a person initiates contact with 

others for the purposes of an exchange of valued items. This type of leadership is also thought of 

as the politics of exchange (Chemers, 2014).   

On the other hand, transformational leadership, has a moral height. It occurs when two or more 

persons engage each other in a way that they raise each other’s levels of morality and motivation. 

Burns (1978) views transformational leadership as an active and a two-way relationship between 

a leader and his followers. In this case leaders are said to connect the needs and wants of their 

followers to establish motivation (Chemers, 2014). In addition, this enables the realisation of 

shared organisational goals that meet the expectations of both the leader and the followers. 

Mutual need and empathy are key characteristics of transformational leadership (Vigoda-Gadot 

& Beeri, 2012). Hooijberg and Lane (2014) also believe that every person is engaged in the 

leadership process in one way or another at different times and in different situations.  

Unlike transformational leadership, transactional leadership builds a leader-employee relationship 

based on contingent positive and negative reinforcement in the sense of the exchange theory 

(Chemers, 2014). Hence, transactional leadership takes place when a leader rewards or 

disciplines a follower, based on how the follower behaved or performed (Jian & Gail, 2016).   

2.6 Organisational commitment   

Organisational commitment is one of the key components to the success of an organisation 

(Armstrong & Taylor, 2014). It is important to explore organisational commitment in detail. 

Employee organisational commitment can be described as the psychological state which an 

employee has regarding his/her relationship with the organisation. Therefore, it determines 

employees` willingness to remain in the organisation (Acar, 2012). Some scholars have defined 

organisational commitment as an employee’s strong desire to remain a member of a certain 

institution, his/her willingness to put up more effort on the behalf of the company to achieve more 

and acceptance of what the organisation stands for (Ozsahin, Zehir, Acar & Sudak, 2013).   
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According to Nel, et al., (2014) commitment does not necessarily mean employees are strongly 

drawn to the organisation or have positive feelings about the organisation but it becomes apparent 

only when employees are willing to make sacrifices to achieve employers’ goals.  With this 

definition, one can argue that organisational commitment plays a vital role in influencing 

employees to accomplish the goals of the company. This assertion is strongly supported by Chew 

and Chan (2008) who stated that organisational commitment is one of the strong determinants of 

success and performance of the organization. Organisational commitment also increases 

creativity within employees (Sousa & Coelho, 2011).  Therefore, it will enhance the way in which 

staff in higher education institutions deal with the challenges of teaching and learning in higher 

education institutions.    

In addition, McAllister and Ferris (2016) pointed out that organisational commitment is a 

multidimensional construct, which indicates employees’ attachment and contribution to the 

organisation. Furthermore, organisational commitment was viewed as a two-dimensional concept, 

consisting of affective and continuance commitment (Eisenberger, et al., 1990). Furthermore, 

Meyer and Allen (1984) defined affective commitment as a positive feeling of identification, 

attachment and involvement by an employee to the organisation or work that he/she is involved 

with. In addition, (Mignonac, Vandenberghe, Perrigot, El Akremi, & Herrbach, 2015) refer affective 

commitment as a strong intent or will to remain with the organisation.  Continuance commitment 

is the extent to which the employee or an individual is willing to remain in the organisation in 

relation to the costs of leaving the organisation (Dhar, 2014). Allen and Meyer (1990) identified 

the third dimension of organisational commitment, which is normative commitment. This construct 

refers to the obligation to remain with the organisation.  

These three dimensions are discussed in detail below.  

2.6.1 Affective commitment   

Affective commitment (AC) refers to an employee’s emotional attachment to, engagement and 

identification with the organisation (Allen & Meyer, 1990). This attachment and involvement make 

an employee to become part of the organisation and feel at easy to accept the goals and objective 

of the business. In addition, Conklin, Dahling and Garcia (2013) describe affective commitment 

as the strength of individual’s identification with the group, organisation or emotional bond that 

exist between an individual and group organisation. Moreover, affective attachment refers to 
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affective orientation to the group; it is the strength of individual identification with the group or 

organisation (Vakola & Nikolau, 2005; Lam & Liu, 2014). This type of commitment is also thought 

of as the state at which individuals identify with the organisation combined with desire and will to 

remain members and achieve its goals (Vakola & Nikolau, 2005; Lam & Liu, 2014).  

Morrow (1993) as well as Sheldon (1971) added that affective commitment refers to the positive 

feelings or attitudes that an employee has towards the organisation. Furthermore, this type of an 

attitude is an orientation towards the institution, thus attachment germinates between that 

individual and the organisation (Lam & Liu, 2014). This type of commitment is influenced by the 

way in which the organisation matches one’s expectation from the organisation.  Thus, the more 

the expectations are met the higher the affective commitment (Storey, 1995; Kim, 2014). Meyer 

and Allen (1990) conclude that this type of commitment is generally the extent to which an 

employee identifies with the organisation.   

2.6.2 Continuance commitment   

Continuance commitment (CC), according to Allen and Meyer (1990) refers to the employees’ 

evaluation of the costs of leaving the organisation versus those of staying. Those employees who 

see that the cost of leaving the organisation is greater than the cost of staying will remain with the 

organisation as they feel they must. Moreover, any factor that increases the cost of leaving the 

organisation will result in the reinforcement of continuance commitment. Under continuance 

commitment, employees consider factors such as the time and energy spent on the development 

of the organisation when making the decision to leave or stay with the organisation (Ranaweera 

& Menon, 2013). Investments in the provident fund and opportunities for promotion based on 

tenure are considered important as they cannot be transferred to new companies where the 

person might be moving to (Hartman & Bambacas, 2000).  

Beck and Wilson (2000) as well as Lin and Hwang (2014) described continuance commitment as 

an instrumental attachment to the institution where the employee evaluates the cost of leaving, 

thus it is based on economic benefits gained by remaining with one’s organisation. There is a 

strong link between rewards obtained and continuance commitment. Unlike affective commitment, 

employees with continuance commitment may remain with the organisation without identifying 

with the values and objectives of the very organisation (Beck & Wilson, 2000). This indicates that 
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if employees are offered better salaries and benefits by other organisations, they will leave their 

organisation as this type of commitment is more attached to rewards (Best, 1994; Keskes, 2014).    

2.6.3 Normative commitment   

Normative commitment (NC) is the feeling of obligation by an employee to stay with the 

organisation (Allen & Meyer, 1990). Allen and Meyer further stipulated that an employee with this 

feeling would remain with the organisation if they feel obliged. Furthermore, Benligray and 

Sonmez (2012) pointed out that employees with normative commitment tend to be adaptive and 

flexible with the organisational changes. Employee adaptation and flexibility are enhanced by two 

principles of pre-entry and post-entry. Pre-entry allows an employee to be cultured into the 

organisation. Post entry, allows employees to become attached to the organisation through 

socialisation (Wiener, 1982). In support, Allen and Meyer (1990) stated that socialisation and 

exchange play a critical role in the development of normative commitment.   

A study by Scholl (1981) as well as Yucel, McMillan and Richard (2014) identified another 

mechanism referred to as “the principle of exchange” which relates to moral obligation by 

employees coming from the rewards paid to them by the institution. Suliman and IIes (2000) 

added that these rewards give employees a feeling to reciprocate the company’s commitments to 

them; hence, they feel obliged to pay back to the organisation through working hard. In a similar 

view, McDonald and Makin (2000) indicate that employees feel the need to remain with the 

organisation because of morale or reciprocal obligation based on what the organisation has done 

for that employees.   

2.7 Factors affecting the organisational commitment   

Various factors shape up organisational commitment. These factors have both positive and 

negative effects to organisational commitment. Thus, it is of paramount importance that 

organisations manage and monitor these factors to maintain and improve employee 

organisational commitment. Among others, these factors include, organisational structure, 

personal characteristics, positive relationships and management and leadership styles.   

A study by Igella (2014) on factors influencing organisational commitment, revealed that 

organisational factors such as organisational structure if not closely monitored are the greatest 
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contributors of loss of morale amongst employees. This will result in employees intending on 

leaving the organisation (Igella, 2014). These organisational factors are discussed below  

2.7.1 Organisational structure  

Organisational structure refers to the way in which the organisation’s decision-making processes 

are designed. This further depicts the competence, leadership, functional relations and talent of 

the organisation (Verma, Bhat, Rangnekar, & Barua, 2015). The structure shows the hierarchical 

levels, span of control, responsibility, roles and mechanism for integration and problem solving 

(Fauziah & Nordin, 2010). According to Mwangi (2015) the removal of bureaucratic organisational 

structure boosts the commitment of the employees of any organisation both in terms of loyalty 

and attachment to the institution. Hassan, Wright and Yukl (2014) further add that leaders can 

improve employee organisational commitment through showing them direction and influence as 

opposed to orders.   

2.7.2 Job related factors and work environment  

Job related factors refer to working conditions or work environment. Unpleasant working 

conditions have a negative impact on the employee’s organisational commitment (Fauziah & 

Nordin, 2010).  Thus, if these factors are not properly addressed they have the ability to affect 

employees’ organisational commitment which in turn affects the company’s productivity.   

Ambiguous job tasks have a negative impact on the commitment and the lack of promotional 

opportunities within one’s job negatively affects employee organisational commitment (Schaufeli 

& Taris, 2014). Other job related factors that have a direct impact on employee organisational 

commitment include autonomy, level of responsibility, communication, decision-making and task 

arrangement (McDonald, 2011). Bosman, Buttendach and Laba (2008) and (Mohammed, Lai, 

Daskalaki and Saridakis (2016) further pointed out that job security also plays a crucial role in 

minimising employees’ turnover or keeping employees within the organisation. (Bosman, et al, 

2008). This suggest that if employees feel secure in their jobs they are more likely to remain with 

the organisation and contribute to its growth.   
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2.7.3 Personal characteristics  

Age, gender, seniority, generational gap and number of years at work among others, are personal 

attributes that contribute to an employee’s willingness to remain with the organisation (Zheng, 

Sharan, & Wei, 2010; Jafr, 2011). Baron and Greenberg (1990) report that older employees who 

have been with the organisation for a long time and are satisfied with their work tend to commit 

more to the organisation as opposed to the younger generations. Noordin (2011) further supports 

this by stating that older employees commit to the organisation for several reasons such as 

greater satisfaction with their jobs, gaining promotion and having cognitively justified their 

remaining in an organisation.   

Meyer and Allen (1997) as well as Bernal, Castel, Navarro and Torres (2005) argue that gender 

has an important role when it comes to employee organisational commitment. This can be 

reflected in that males tend to be flexible and can easily move when they are no longer satisfied 

with their jobs, unlike females who generate emotional attachment to the organisation and they 

fear starting over again, thereby committing to the organisation (Bernal, et al., 2005).   

2.7.4 Leadership styles  

Studies have strongly shown that employee organisational commitment strongly relies on the 

leadership styles adopted by those in authority (Acar, 2012; Top, et al., 2015). Furthermore, 

leadership style has the potential to motivate and demotivate employees (Chemers, 2014).  In 

support of the above, other factors (personal characteristics, work environment, job security) 

contribute to commitment but not as significant as leadership styles. Moreover, job characteristics 

(primarily role ambiguity and role conflict) have a significant but lesser role in predicting employee 

organisational commitment (Schaufeli & Taris, 2014).  

Armstrong and Taylor (2014) argue that leadership styles that encourage staff participation are 

the drivers to employees’ commitment to organisational goals. Belias and Koustelios (2014) agree 

with this, by stating that leadership styles that are flexible and participatory can strongly and 

positively influence employee’s commitment to the organisation. Thus, organisational leaders 

should ensure that their leadership styles focus on attaining employee organisational commitment 

to facilitate change and transformation in organisations and institutions (William & Anderson, 

1997; Cummings & Worley, 2014).   
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2.8 Relationship between leadership styles (transactional and transformational) and 
the organisational commitment  

This is the core of the study, which shows what literature has revealed about the effects of 

leadership styles on employee organisational commitment in higher education sector.  As it has 

been stated earlier that leadership refers to the influence a person has on his followers to achieve 

a specified mission (Clark, 1997) and employee organisational commitment is the psychological 

state which an employee has regarding the relationship with the organisation and it determines 

the employee’s willingness to remain with the organisation (Lo, et al., 2010).   

Studies have been conducted in the past to investigate the relationship between the transactional 

and transformational leadership style together with employee organisational commitment 

(Bushra, et al., 2011; Sušanj & Jakopec, 2012; Clinebell, et al., 2013; Top, et al., 2015). These 

studies revealed a strong link between these concepts hence prompting the need to conduct this 

study in higher education institution. A study among higher education institutions lecturers in 

Nigeria reported that transformational and transactional leadership styles are positively related to 

employee organisational commitment (Othman, et al., 2012). Similarly, a study in higher education 

institutions in Ethiopia found that there is a relationship between transformational, transactional 

and organisational commitment (Gorfie, 2017). A study done by Abdo Saeed, Gelaidan and 

Ahmad (2013) in the higher educational institutions in Yemen however found varied relationships 

between leadership styles constructs and organisational commitment facets.   

Correspondingly, Emery and Barker (2007) found a moderate positive relationship between facets 

of transformational leadership style and employee affective commitment.  This was also similar 

with contingent rewards of “transactional” leadership style. In support of this, Limsila and 

Ogunlana (2008) reported that transformational leadership style positively correlated to employee 

affective commitment and on the other hand, there were no significant correlations between 

transactional, laissez faire leadership styles and employee affective commitment. Unlike the 

contingent rewards, management by exception had negative relationship with affective 

commitment. Dun, Dastoor and Sims (2012) established a confirmatory relationship between 

transformational leadership style and employee affective and normative commitment. However, 

the same study by Dun, Dastoor and Sims (2012) found no significant relationship between 

transformational and employee continuance commitment.   
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A study conducted by Acar (2012) about employee organisational commitment and leadership 

styles in Turkish logistics industry indicated that inspirational motivation and individualised 

consideration behaviours had positive effects on the employee affective commitment and that 

these dimensions of transformational leadership give employees strength to face future 

challenges. Likewise, Judge and Bono (2000) discovered that leaders seen as being 

transformational were highly likely to be allied with employees that show commitment to the 

organisation. Similarly, vision articulation, group goal promotion, and intellectual stimulation are 

said to be significant predictors of employee organisational commitment (Joo, Yoon, & Jeung, 

2012).  

The study in the Turkish logistics industry reported that transactional leadership (contingent 

rewards and management by exception) positively affect the continuance commitment with 

contingent rewards having the most positive relationship (Acar, 2012). Transactional and 

transformational leadership styles both have an impact on employee organisational commitment; 

transformational leadership has a greater contribution to the levels of organisational commitment 

(Bučiūnienė & Škudienė, 2008; Rehman, Shareef, & Mahmood, 2012).   

Yiing and Bin Ahmad (2009) studied the relationships between employee affective commitment 

and leadership behaviours such as directive, supportive and participative, to find moderating 

effects of employee organisational commitment. In this study, they found that all the above-

mentioned leadership behaviours had a positive and a significant relationship to employee 

affective commitment.   

According to a study by Stun (2001), employee organisational commitment is strongly influenced 

by the job environment brought about by the leader. The study further revealed that this 

environment combined with employees’ ability would eventually determine the employees’ 

performance. In addition, Stun (2001) pointed that employee organisational commitment signifies 

the quality of leadership in that institution or organisation. An early study on this relationship by 

Mottaz (1988) on the influence of leadership style on employee organisational commitment 

showed that employees from different occupations who perceived their leaders as supportive and 

friendly showed more and strong commitment to their respective organisations. Mottaz (1988) 

and as well as Chemers (2014) added that considerate leaders generate strong organisational 

commitment from their subordinates as opposed to less considerate ones. Employees tend to 

interpret this concern from leaders as a sign of care and commitment to them therefore; they 
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return the favour by committing to the organisation (Mottaz, 1988; Tremblay & Landreville, 2014). 

In a similar vein, employees who are committed to their managers, supervisors and workgroups 

are most committed to the organisation (Becker, 1992; Leow & Khong, 2015).    

Furthermore, Yousef (2000) pointed out employees who perceive their leaders as democratic or 

participative in their leadership behaviour are more likely to be committed to their organisation. 

On the other hand, Yousef (2000) discovered that superiors who provide more accurate timely 

communication enhance employee organisational commitment.  

In addition, Nordin (2012) in assessing leadership behaviour and organisational commitment in a 

higher learning institution showed that transactional leadership behaviour had contributed the 

strongest unique influence to employee organisational commitment. Transactional leadership 

literature has revealed that the transaction is not always equivalent or balanced (LePine, Zhang, 

Crawford, & Rich, 2013). Thus, if the followers feel the lack of balance between their efforts and 

rewards they might withdraw their commitment. An earlier study by Graen, Liden and Hoel (1962) 

show that employees engaged in these types of contractual relationships stipulating the hours of 

work (8 hours a day) and rewards were more likely to leave the organisation if their expectations 

or rewards are not met. In contrast, the study by Graen, et al., (1962) also further revealed that 

employees who are involved in exchange that included support and emotional resources had less 

chances of leaving the organisation.  

In contrast, a study done in the university librarians results revealed no statistically significant 

relationship between leadership styles and organisational commitment. This meant that 

leadership styles had no effect on the commitment of employees in the organisation regardless 

of change in leadership styles. In the most recent study in Malaysia on plantation companies, the 

results revealed that there is a significant strong relationship between leadership behaviour and 

employee organisational commitment. The study further concluded that the improvement of 

leadership behaviour might result in the improvement in employee organisational commitment 

(Mahdi et al, 2014).   

Given the above previous debates and findings, it can be concluded that leadership 

(transformational and transactional) styles have strong influence on the organisational 

commitment of employees. However, transformational and transformational leadership styles 

have varied effects on employee normative, affective and continuance commitment. This is 
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dependent on the type of the organisation, subordinates, environment and place (Dunn, et al., 

2012; Rehman, et al., 2012).   

2.9 Conceptual framework  

The study proposes a conceptual framework illustrated below. The researcher believes that if 

leadership styles affect or influence employees’ organisational commitment, it will be accurate to 

categorically state that the attainment of organisational commitment facilitates the attainment of 

organisational goals and most importantly, institutional transformational (Adler, Zoogah, & 

Beugre, 2013). Literature, has pointed out that for every organisation to prosper there is a need 

for committed organisational members (Mowday, Porter, & Steers, 2013). These members can 

transform and realise institutional goals. Thus, the conceptual frame for this study is informed 

above literature as depicted in Figure 2.1.   

 

Figure 2.1: Conceptual framework of the study.   

2.10 Chapter summary   

In this chapter, leadership styles and organisational commitment and its various facets were 

discussed. The chapter further considered previous studies that have been done in relation to the 

relationship between transactional and transformational leadership on organisational 

commitment.   
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CHAPTER THREE: RESEARCH METHODOLOGY  

3.1 Introduction  

This chapter outlines the research methodology, which includes research procedure, population, 

and sampling technique, sources of data, data collection methods and instruments. The chapter 

further explains how the data was analysed.   

3.2 Research method  

This study used a quantitative research method. To obtain reliable results in a large population, 

one must use a bigger sample size (Mertens, 2014).  Thus, the study used quantitative approach 

because of the large population sizes in these two higher education institutions. Mertens (2014) 

further indicated that quantitative method is quicker and cheaper compared to the qualitative 

approach that uses observation and interviews. Hence, this makes quantitative approach suitable 

for collecting data from larger populations.   

Under quantitative method, the study used a survey research technique, which provided a 

numeric description of perceptions, attitudes and feelings of the population under study (Martela, 

2015). Descriptive method’s major purpose was to provide more information about a phenomenon 

(Denzin & Lincoln, 2011). Thus, in this study the aim was to gather information about the effects 

of leadership styles on organisational commitment. Forthwith, the descriptive method was used 

to enable the researcher to describe and explain the effects of leadership styles on organisational 

commitment in the two higher education institutions.   

Lampard and Pole (2015) added that the survey research technique uses questionnaires or 

structured interviews for data collection and the findings from the sample population are then 

generalised to apply to the whole population.  

The target population for this study were employees from the two selected higher education 

institutions in South Africa. The participants comprised of academic and non-academic staff 

members. The total population is where the sample or participants were drawn (Flick, 2015).  

3.3 Sampling technique  

In this study, the researcher used the probability-sampling method, which employed stratified 

sampling by grouping employees from both universities into stratum of academic and non-
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academic employees from both institutions. In these strata, a simple random sampling technique 

was then applied which gave every employee each stratum equal chance of being selected thus 

reducing biasness. Stratified sampling ensured that employees from both academic and non-

academic sides are represented in the sample.  

3.3.1 Sample size  

To determine the sample size from each stratum, the researcher used a Raosoft sample size 

calculator, which calculates sample based on 95% confidence interval, 5% margin of error and 

with the assumption of 50% response rate. Based on the Raosoft sample calculator, the 

recommended sample size for the University of Venda is 260 and 292 for the University of 

Witwatersrand. Thus, the total sample size was (n=552).  

3.4 Data collection instrument  

To gather information from the sample, a self-administered questionnaire was used which 

comprised of three sections. The first section (Section A) consists of demographic information, 

Section B (commitment questionnaire) and Section C (leadership questionnaire).   

A Multifactor Leadership Questionnaire (MLQ) (Bass & Avolio, 1993) and revised by Avolio et al 

(1995) was used to measure leadership styles at the two institutions. This is a 24-item 

questionnaire which measures transformational and transactional leadership and is scored on a 

5-point scale ranging from 1 (strongly disagree) to 5 (strongly agree). It has subscales under 

transformational leadership, which are charisma, inspirational motivation, intellectual stimulation 

and individualised consideration. Transactional sub-scales are contingent reward, management 

by exception and laissez-faire. It has a reliability Cronbach’s alpha coefficient of between 0.893 

and 0.895 for sub-scales dimensions for transformational and of between 0.894 and 0.923 

transactional sub-scales (Acar, 2012). This instrument has been used in previous studies. These 

previous studies proved it applicable and valid (Covey, 2007; Acar, 2012; Munyeka & Ngirande, 

2014).  

Organisational commitment questionnaire (OCQ) (Meyer & Allen, 1990) was used to assess 

organisational commitment. This 15-item questionnaire measure three dimensions of 

organisational commitment, which are Normative, Affective, and Continuance commitment. 

Affective commitment measures the willingness of employees to remain with the organisation, 
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Normative commitment assesses if the organisation is worth giving loyalty to and Continuance 

commitment checks if the employees are with the organisation as a matter of necessity as much 

as desire to remain with the company. It is 5 point Likert scale ranging from 1 (strongly disagree) 

to 5 (strongly agree). This questionnaire has reliability of 0.977 using a strict test (Top, et al 2015). 

This is a valid and reliable instrument, which has been used by many scholars in testing and 

checking organisational commitment (Munyeka & Ngirande, 2014; Top, et al., 2015).   

3.5 Research procedure  

The researcher first asked for permission to conduct the research study. Letters were issued to 

the Research and Ethics Committee requesting permission to conduct a study at two higher 

education institutions. After permission was granted the researcher sought consent from the 

randomly selected participants in the different strata of academic and non-academic staff 

members. Consented individuals were then handed questionnaires and informed of their rights 

which include, to participate at will, the right not to complete the questionnaire if they are not 

happy with the content or feel that the questions asked are of prejudice to them and that they are 

not obliged to answer all questions. Lastly, collection of the questionnaires was done which paved 

the way for data analysis, interpretation and findings.  

3.6 Data analysis   

When the data had been collected from the population then the analysis and data processing 

began. Boeje (2010) pointed out that, data should be sorted, categorised, combined and then 

interpreted. Bell and Water (2014) mentioned that data analysis includes a stream of activities 

from separating data, and regrouping it. Separating and regrouping data enabled the researcher 

to interpret the data collected. Correlation analysis allowed the researcher to accept or reject the 

hypothesis that there is a relationship between leadership styles and organisational commitment.  

To analyse and draw meaning from the data collected, Statistical Package for Social Sciences 

Programme (SPSS) version 23 was used. The SPSS uses different tools to analyse data such as 

correlation analysis, regression analysis, ANOVA, T-test and MANOVA (IBM-SPSS Institute, 

2013). Pearson correlational analysis was used to check the relationship between 

transformational and transactional leadership styles and different dimensions of organisational 

commitment (normative, affective and continuance). Regression analysis was used to TEST if 

transactional and transformational leadership styles can predict different facets of organisational 
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commitment (affective, continuance and normative). Furthermore, ANOVA was used to check if 

there are significant differences in transactional and transformational leadership styles and 

organisational commitment in higher education institutions.  

3.7 Ethical considerations    

Saunders, Lewis, and Thornhill (2012, p.680) define research ethics as, “the standards of the 

researcher’s behaviour in relation to the rights of those who become the subject of a research 

project, or who are affected by it”. These ethical standards considered are outlined below.  

3.7.1 Informed consent  

Kumar (2014, p.243) states that, “informed consent is the right of participants to know what the 

research is all about, how it will affect them, the risks and the benefits of participation, and the 

fact that they have the right to decline to participate if they choose to do so”. Participants were 

explicitly informed about the intent of the study and what their participation meant. Also, 

participants were notified of their rights of participating in the study and were given an opportunity 

to give their consent. All the respondents who responded participated in the study voluntarily.  

Thus, the respondents were told of their right not to participate in the study and that they are at 

liberty to pull-out of the study at any time should they feel that their rights are infringed upon or 

for any other reason without stating it to the researcher.  

3.7.2 Ensuring no harm comes to participants  

This notion is strongly linked to confidentiality. Harm to respondents might come as result of the 

researchers breaching of confidentiality which might result in shame, worry and uneasiness 

(Saunders, et al., 2012, p.232). The author therefore established a relationship with the 

participants and gave assurance that their information would not be shared with anyone without 

their knowledge.  

3.7.3 Confidentiality and anonymity  

Confidentiality is the guarantee given to respondents that their data will not be shared or attributed 

back to them. Moreover, to ensure confidentiality and anonymity, the researcher ensured that 
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respondents do not fill in their names in the questionnaire administered to them. Lastly, the 

collection of the questionnaires did not follow any sequence and the collected questionnaires were 

randomised before they were stored and numbered.  

3.8 Chapter summary  

The chapter dealt with the methods that were employed in gathering data. The chapter further 

illustrated how the collected information was organised and analysed using what tools. Above all, 

the section outlined the processes taken or followed to arrive at a scientific conclusion about the 

effects of leadership styles on organisational commitment in the two selected higher education 

institutions. Lastly, the chapter touched on the ethical protocols that were followed in this study.  
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CHAPTER FOUR: ANALYSIS AND PRESENTATION OF RESULTS  

4.1 Introduction    

This chapter presents the empirical findings of this study. The response rate relating to the present 

study was presented, followed by the descriptive statistics regarding the biographical information 

of the participants. The assessment of the reliability of measuring instruments was also 

established using Cronbach’s Alpha coefficients.  Subsequently, the effects of leadership styles 

on employee organisational commitment was identified for both institutions by means of the 

Pearson correlation and multiple regression analysis. Thus, linear relationships between the 

leadership styles (transformational and transactional) and organisational commitment were 

evaluated using Pearson’s correlation coefficient. The relationships between leadership styles 

and organisational commitment in both universities follows.   

4.2 Reliability of the variables   

The reliability of different constructs of transactional leadership, transformational leadership style 

and organisational commitment was tested using Cronbach’s Alpha coefficient and the results are 

shown in Table 4.1. The strength of the reliability was also shown in the table under the 

interpretation category, in a scale ranging from poor to excellent. Tavakol and Dennick  

(2011) pointed out that a Cronbach’s alpha score of more than 0.70 is considered reliable and 

applicable. In the Table 4.1 it can be seen that the majority of the constructs of leadership styles 

were reliable in the study with continuance commitment having the highest alpha value (0.921). 

Laissez-faire leadership style had the lowest reliability with alpha value of (0.551).   
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Table 4.1: Reliability of the leadership styles and organisational commitment constructs  

 

                                Scale                    Cronbach’s alpha (r) Items    Interpretation  

Transformational 

leadership  

Individualised  

Influence  

0.698  3  Acceptable  

  Inspirational  

Motivation   

0.715  3  Good  

  Intellectual Stimulation  0.854  3  Good   

  
Individualised  

Consideration   

0.832  3  Good  

Transactional 

leadership  

Management by  

Exception Active  

0.591  3  Acceptable  

  Management by  

Exception Passive  

0.877  3  Good  

  Contingent Rewards  0.788  2  Adequate  

Laissez-faire 

leadership  

Laissez-Faire  0.551  2  Acceptable  

Organisational 

commitment  

Normative  

Commitment (NC)  

0.732  4  Adequate  

  Continuance  

Commitment (CC)  

0.921  4  Excellent  

  Affective Commitment  

(AC)  

0.759  4  Adequate  
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4.3 Descriptive statistics   

4.3.1 Response rate    

Table 4.2 demonstrates response rate attained for this study. The total sample size for this study 

was five hundred and fifty-two (552) participants from two chosen higher education institutions. 

The sample size comprised of employees that were randomly selected. Five hundred and fifty-

two questionnaires were distributed and 354 were collected.  Out of 354 returned questionnaires, 

353 were correctly completed and analysed. One questionnaire was incorrectly completed and 

was therefore un-usable for the purposes of this study.  The response rate (total responses / total 

questionnaires distributed) was 64.1%.  

Table 4.2: Response rate    

Category  University 

of Venda  

University of 

Witwatersrand  

Percentage  

(%)  

Total  

Sample  260  292    552  

Unusable responses  1  0    1  

Usable responses  177  176    353  

Total responses  178  176    354  

Response Rate (%)  68.5  60.3  64.1    

A response rate lower than 50% represents minority of the sample population, which indicates 

that incorrect generalisations about the population may be obtained (Welman, Kruger, & Mitchell, 

2015). According to Bryman and Bell (2015), as well as Welman, Kruger and Mitchell (2015) a 

response rate of 59.2% or more is large enough for meaningful statistical analysis and acceptable 

interpretation. Therefore, in this study a response rate of 64.1% is more acceptable for the 

attainment of the objectives of this study.  

4.3.2 Demographic variables  

The overall demographic composition of both institutions is depicted in Table 4.3. The majority of 

the participants in the study were males, compromising of 184 (52.1%) of the sample and females 

were 167(47, 3%). Most participants in the study were in the age category of 40 to 49 years 126 
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(35.7%) and the minority number were in the age category of 60 years and above age 28(7.9%). 

Most of the participants were general employees 110(31.2%), followed closely by lecturers 

108(30.6%). The minority of the participants were the deans 10(2.8%). Missing values indicate 

the number of respondents who did not complete the question in that category. For instance, 

under the characteristics of respondents on positions, the participants who did not complete that 

specific question 23(6.5%).  

Table 4.3: Characteristics of the Participants (N=353)  

Item  Category  Frequencies  Percentage (%) 

Gender  Female  167  47.3  

  Male  184  52.1  

  Missing  1  0.3  

  30 years and below  30  8.5  

Age  31 to 39 years  70  19.8  

  40 to 49 years  126  35.7  

  50 to 59 years  89  25.2  

  60 and above  28  7.9  

  Missing  10  2.8  

Position  Lecturer  108  30.6  

  Manager  68  19.3  

  Head of Department  34  9.6  

  General employee  110  31.2  

  Dean  10  2.8  

  Missing  23  6.5  

        

4.4 Results of the correlation analysis  

The relationship between leadership styles and organisational commitment was tested using a 

two-tailed Pearson correlation analysis. Correlation is a technique used to analyse the degree of 

the relationship between two variables. The correlation entry yields statistical data or values that 

range from -1 to +1 (Cohen, Cohen, West, & Aiken, 2013). Furthermore, the data shows the 

strength and direction of the relationship, and positive (+) figure means there is a positive 
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correlation and the opposite is equally true (Cohen, et al., 2013). A positive (+) means that as one 

variable increases the other one also increases and negative (-) means that as one variable 

increases the other decreases (Andrew, Arora, Bilmes, & Livescu, 2013). If the value (r) is 0 it 

means, there is no relationship and (r = 1) means absolute relationship. The analysis provided 

correlation coefficients (r) which showed the direction and strength of the linear relationship and 

p-value indicated the statistical significance of the relationship (Andrew, et al., 2013). The 

measure for p-value is based on the confidence of 95% interval, therefore p-value less than 0.05 

(p < 0.05) is considered significant (Luo, Tao, Ramamohanarao, Xu, & Wen, 2016).  

In this study, correlational analysis was used to determine the relationships between 

transformational and transactional leadership styles and organisational commitment facets as 

seen on Table 4.5. Furthermore, the analysis was used to establish relationships with between 

transactional and transformational leadership styles sub-scales and organisational commitment 

sub-scales (Table 4.6).  

4.4.1 Correlation analysis by objective  

This section presents the results of the study findings according to objectives of the study. The 

strength of the correlation coefficient is determined by the r –value which ranges from -1.0 to 1.0. 

The closer the r-value to 0, the lower the strength of the reliability. Thus, the closer the r-value to 

1, the higher the strength of the relationship between the variables of interest. According to Benoit 

(2010), the strength of the correlation can be summarised in Table 4.4. The correlation results 

were presented according to the objective of this study. The strength correlation results were 

interpreted based on Table 4.4 as put forth by Benoit (2010).  
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Table 4.4: Interpretation of correlation scores  

R value  Interpretation  

-1.00  perfect negative correlation  

-0.60  strong negative correlation  

-0.30  moderate negative correlation  

-0.10  weak negative correlation  

0.00  no correlation  

+0.10  weak positive correlation  

+0.30  moderate positive correlation  

+0.60  strong positive correlation  

+1.00  perfect positive correlation  

Objective 1: To determine the relationship between leadership styles (transactional, 

laissez-faire and transformational) and organisational commitment (normative, affective 

and continuance) in higher education institutions.  
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Table 4.5: Summary of overall correlation results between transactional, transformational and 

laissez-faire leadership styles and organisational commitment constructs  

Transformational   Transactional  Laissez-faire leadership            

 

Affective 

commitment  

R-value  0.521**  0.113  0.695** 

 p-value  0.004  0.623  0.000  

Normative 

commitment  

R-value  0.165  0.633*  0.051*  

 p-value  0.072  0.022  0.037  

Continuance 

commitment  

R-value  0.472**  0.163  0.007  

 p-value  0.003  0.784  0.893  

** Correlation is significant at the 0.01 level (2-tailed).           

* Correlation is significant at the 0.05 level (2-tailed).  

The correlation results in Table 4.5 show the summary of correlation results between 

transactional, transformational and laissez-faire leadership styles and organisational commitment 

constructs. The results show that transformational leadership style is positively, significantly and 

moderately related to affective commitment (r = 0.521**; p = 0.004) and continuance commitment 

(r = 0.472**; p = 0.003) respectively. However, transformational leadership style was not 

significantly related to normative commitment (r = 0.165; p = 0.072).   

In addition, the results showed that transactional leadership style is positively and significantly 

related to normative commitment (r = 0.633*; p = 0.022) and not significantly related to affective 

commitment (r = 0.113; p = 0.623) and continuance commitment (r = 0.163; p = 0.784) as depicted 

in Table 4.5.   

Moreover, the correlation results between laissez-faire leadership style and organisational 

commitment showed that there is no relationship between laissez-faire leadership and 

continuance commitment (r = 0.007; p = 0.893).  Furthermore, Table 4.5 shows that laissez-faire 
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has a significant relationship with affective commitment (r = 0.695**; p = 0.000) and normative 

commitment (r = 0.051*; p = 0.037).   

Objective 2: To determine if transformational and transactional leadership styles 

constructs have varied impact on organisational commitment facets in higher education 

institutions.  

Table 4.6 shows the correlation results between laissez-faire, transformational and transactional 

leadership styles constructs with organisational commitment facets. The correlational analysis 

between affective commitment (AC) and transformational leadership style constructs show that 

affective commitment has a strong positive significant relationship with intellectual stimulation (IS) 

(r = 0.844**; p = 0.007) and moderate positive relationship with individualised consideration (IC) 

(r = 0.451; p = 0.005). Moreover, affective commitment has no significant relationship with 

idealised influence (r = 0.570; p = 0.088) and inspirational motivation (r = -.728; p = 0.001). 

Furthermore, correlation results showed that normative and continuance commitment was 

significantly related to intellectual stimulation (r = 0.563**; p = 0.002), (r = 0.232**; p = 0.000) 

respectively.   

Moreover, transactional leadership style constructs management by exception passive, 

management by exception active and contingent rewards were correlated with organisational 

commitment facets as shown Table 4.6. The results showed that affective commitment was 

positively related to management by exception passive (r = 206**; p = 0.000) and not related to 

management by exception active (r = -0.042; p = 0.432) and contingent rewards (r = 0.057; p = 

0.288). Also, the results show that management by exception active is strongly and positively 

related to continuance commitment (r = 0.664**; p = 0.002) and normative commitment is also 

strongly and significantly related to contingent rewards (r = 0.880**; p = 003) as seen in Table 4.6.  
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Table 4.6: Correlational results between leadership styles constructs and organisational commitment facets  

   II  IS  IM  IC  LF  CR  MEP  MEA  AC  NC  CC  

II  Pearson Correlation  

Sig. (2-tailed)  

1  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

IS  Pearson Correlation  .116*  1                  

 Sig. (2-tailed)  .030                    

IM  Pearson Correlation  .086  .113*  1                

 Sig. (2-tailed)  .108  .034                  

IC  Pearson Correlation  -.041  .092  .049  1              

 Sig. (2-tailed)  .446  .085  .354                

LF  Pearson Correlation  -.017  .107*  .099  .189**  1            

 Sig. (2-tailed)  .747  .044  .062  .000              

CR  Pearson Correlation  -.035  -.041  .233**  .352**  .072  1          

 Sig. (2-tailed)  .513  .445  .000  .000  .176            

MEP  Pearson Correlation  .234**  .154**  .142**  .186**  .148**  .002  1        

 Sig. (2-tailed)  .000  .004  .008  .000  .005  .975          

MEA  Pearson Correlation  .050  .022  .278**  -.052  -.051  .179**  .018  1      

 Sig. (2-tailed)  .351  .676  .000  .328  .336  .001  .739        

AC  Pearson Correlation  .570  .844**  -.728  .451**  .695**  .057  .206**  -.042  1    

 Sig. (2-tailed)  .088  .007  .001  .005  .000  .288  .000  .432      

NC  Pearson Correlation  .000  .563**  .018  -.024  .051*  .860**  -.002  -.035  .453**  1  

 Sig. (2-tailed)  .993  .002  .739  .649  .037  .003  .969  .512  .000    

CC  Pearson Correlation  .096  .232**  -.033  .006  .007  .031  .664**  -.052  .480**  .583**  1 

 Sig. (2-tailed)  .072  .000  .531  .907  .892  .565  .002  .331  .000  .000    

                      

**. Correlation is significant at the 0.01 level (2-tailed).  

* Correlation is significant at the 0.05 level (2-tailed).  

KEY: II =Idealised Influence, IS = Intellectual Stimulation, IM = Inspirational Motivation, IC = Individualised Consideration, LF = Laissez faire, CR = Contingent 

Rewards, MEP = Management by Exception passive, MEA = Management by Exception active, CC = Continuance Commitment, NC = Normative Commitment, AC 

= Affective Commitment.  

 



44 
 

4.5 Results of the multiple regression analysis  

Correlational results helped the study to determine the relationship between different transactional 

and transformational leadership styles constructs with facets of organisational commitment as 

illustrated in Table 4.6 above. After the relationships, had been established, multiple regression 

analysis was carried out to determine if transactional and transformational leadership styles 

constructs can predict organisational commitment (normative, continuance and affective 

commitment). Furthermore, the regression analysis in this study was used to determine which of 

the three leadership styles predicts organisational commitment most.   

Multiple regression is a tool that uses two or more independent variables to predict a depended 

variable (Mugenda & Mugenda, 2003). Multiple regression explains or predicts variation in the 

dependent variable which occurs as a result of an independent variable. It is assessed using R 

square and the higher the R square value, the higher the prediction or determination. The R 

square ranges from 0.000 to 1.000 with 1.000 showing the absolute fit or prediction (Carver & 

Nash, 2009). The researcher used Beta Standardized Coefficients to compare which of the 

transformational and transactional leadership style facets predicts organisational commitment 

constructs better. Also, Beta Standardized Coefficients were used to determine which of the three 

leadership styles have more impact on organisational commitment as whole. The results are 

shown below.   

4.5.1 Transformational leadership style and Affective commitment.  

Table 4.7: Summary results for transformational leadership style constructs and affective 

commitment  

Dependent variable: Affective 

commitment  

β    Std.err.  p-value  

Idealised influence  0.066    0.074  0.214  

Intellectual stimulation  0.129    0.064  0.016  

Individualized consideration  0.144    0.063  0.007  

Inspirational motivation  -0.055    0.039  0.297  

R2    0.496      

F    4.238      
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Table 4.7 shows the multiple regression results for transformational leadership style constructs 

and affective commitment. The results indicate that transformational leadership significantly 

predicts affective commitment (F = 4.238, sig = 0.002, R2 = 0.496). Table 4.7 further shows that 

individualized consideration and intellectual stimulation significantly predict affective commitment 

(β = 0.144; sig = 0.007), (β = 0.129; sig = 0.016) respectively. This is shown by the comparison 

of Beta Standardized Coefficients values. From the results, it can be seen that Inspirational 

motivation and idealised influence do not predict affective commitment (β = 0.066; sig = 0.214 

and β = -0.055; sig = 0.297).   

4.5.2 Transformational leadership style and Normative commitment  

Table 4.8: Summary results for transformational leadership style constructs and normative 

commitment  

Dependent variable: Normative  

commitment  

β   Std.err.  p-value  

Idealised influence  -0.022   0.082  0.682  

Intellectual stimulation  0.169   0.072  0.002  

Individualized consideration  -0.041   0.071  0.443  

Inspirational motivation  0.003   0.043  0.961  

R2    0.009      

F    2.563      

Table 4.8 shows that transformational leadership style significantly predicts normative 

commitment (F = 2.563, sig = 0.038, R2 = 0.009). One variable of transformational leadership 

style is statistically significant to the regression model: Intellectual stimulation (β = 0.169; sig = 

0.002).   

4.5.3 Transformational leadership style and Continuance commitment  

As shown in Table 4.9, transformational leadership style significantly predicted continuance 

commitment in higher education institutions (F = 5.853; sig = 0.000, R2 = 0.463) and only 

intellectual stimulation contributed to the significance of the regression model (β = 0.232; sig =  



46 
 

0.000). Individualized consideration, individualized influence and inspirational motivation show 

that they do not predict continuance commitment (β = -0.009; sig = 0,866, β = 0.074; sig = 0.158 

and β = -0.066; sig = 0.212) respectively.  

Table 4.9: Summary results for transformational leadership style constructs and continuance 

commitment  

Dependent variable: 

Continuance commitment  

β   Std.err.  p-value  

Idealised influence  0.074   0.066  0.158  

Intellectual stimulation  0.232   0.058  0.000  

Individualized consideration  -0.066   0.035  0.212  

Inspirational motivation  -0.009   0.057  0.866  

R2    0.463      

F    5.853      

4.5.4 Transactional leadership style and Affective commitment  

Table 4.10: Summary results for transactional leadership style constructs and affective 

commitment  

Dependent variable: Affective 

commitment  

β    Std.err.  p-value  

Contingent rewards  0.053    0.023  0.314  

Management by exception passive  0.182    0.064  0.001  

Management by exception active  -0.046    0.040  0.378  

R2    0.074      

F    6.938      

Regression results indicate that transactional leadership style significantly predicts affective 

commitment (F = 6.938, sig = 0.000, R2 = 0.074). and only management by exception contributes 

to the validity and significance of the regression model ((β = 0.182; sig = 0.001). Other variables 

of transactional leadership style can cannot predict affective commitment as they lack statistical 

significance as seen in Table 4.10.   
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4.5.5 Transactional leadership style and Normative commitment  

Table 4.11: Summary results for transactional leadership style constructs and normative 

commitment  

Dependent variable: Normative 

commitment  

β    Std.err.  p-value  

Contingent rewards  0.169    0.025  0.002  

Management by exception passive  -0.007    0.072  0.901  

Management by exception active  -0.063    -0.045  0.241  

R2    0.431       

F    2.787       

The results in Table 4.11 indicate that the model is statistically fit and significant for regression (F 

= 2.787, sig = 0.026, R2 = 0.431) and transactional leadership predicts normative commitment. 

Contingent reward is the only transactional leadership style construct that contributed to the 

significance of the regression model (β = 0.169; sig = 0.002).   

4.5.6 Transactional leadership style and Continuance commitment  

Table 4.12: Summary results for transactional leadership style constructs and normative 

commitment  

Dependent variable: Continuance 

commitment  

β   Std.err.  p-value  

Contingent rewards  0.044   0.021  0.417  

Management by exception passive  0.169   0.060  0.002  

Management by exception active  -0.064   -0.037  0.235  

R2    0.032       

F    2.890       

Table 4.12 shows that the regression results were significant in this case (F = 2.890, sig = 0.022, 

R2 = 0.032) and transactional leadership significantly predicts continuance commitment. 

Furthermore, the results depict that management by exception passive is the only variable that 

contributed to the validity and significance of the regression model (β = 0.169; sig = 0.002).   
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Objective 3: To determine which of the three leadership styles has more impact on 

organisational commitment in the higher education institutions.  

The aim of the study was investigating the effects of leadership styles on organisational 

commitment. Different constructs of transformational and transactional leadership style were 

checked to see if they affect different facets of organisational commitment. The results were varied 

with all presenting a unique set of outcomes as shown above. Then the transactional leadership 

style constructs were computed together to represent transactional leadership style as variable 

on its own and the same was done for transformational leadership style and organisational 

commitment constructs. Thus, the new set of data (computed data) was regressed to test the 

ability of the three leadership styles to predict organisational commitment. The results are shown 

in Table 4.13.   

Table 4.13: Summary results for leadership styles and overall organisational commitment  

Dependent variable: Normative 

commitment  

β    Std.err.  p-value  

Transformational leadership  0.281    0.089  0.011  

Transactional leadership  0.091    0.059  0.015  

Laissez-faire leadership  0.012    0.014  0.235  

R2    0.423       

F    10.186       

Table 4.13 show that the total score of laissez-faire, transactional and transformational leadership 

styles as predictors of organisational commitment were statistically significant (F = 10.186, sig = 

0.003,   R2 = 0.423). Two variables contributed to statistical significance of the regression model: 

Transactional leadership (β = 0.281; p = 0.011) and transformational leadership (β = 0.091; p = 

0.015) and on the other hand, laissez-faire did not contribute to the significance of the model (β = 

0.012; p = 0.235).  

4.9 Chapter summary   

The study’s main reason for conducting the study was to investigate the effects of leadership 

styles on organisational commitment.  The data collected in two institutions was tested using 

regression and correlation analysis to achieve the objectives of the study. The results of the 

analysis showed varied outcomes between relationships between leadership styles constructs 
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and organisational commitment facets. Furthermore, the results from the regression test indicated 

that transformational leadership style has more impact on organisational commitment as 

compared to transactional leadership style. Lastly, these findings were presented in the form of 

tables and figures above.  
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CHAPTER FIVE: DISCUSSION OF RESEARCH RESULTS, CONCLUSION AND 
RECOMMENDATIONS FOR FUTURE RESEARCH   

5.1 Introduction  

This chapter follows the presentation of the results in the previous chapter. The chapter will also 

relate the study findings to other previous similar studies to verify if there are differences or 

similarities. After the detailed discussion of the study outcomes, conclusions and 

recommendations are made based on the findings of the study.   

5.2 Discussion of the results   

The reliability, correlation and regression analysis are discussed below.  

5.2.1 Reliability analysis  

The reliability analysis was performed to determine the internal consistency of the items and also 

to eliminate the items that have negative effect or reduce the reliability of the variables under 

study. Using SPSS for reliability analysis, all items that had total-correlation value below 0.30 

were deleted. Each of the organisational commitment constructs had 5 items and one item was 

deleted in each construct to improve reliability scores therefore the items were reduced to 4 per 

construct as indicated in Table 4.1. The items were firstly computed to reverse the direction and 

the reliability checked, those items that failed the computation and reduced the reliability of a 

construct were deleted and the remaining number of items per constructed were recorded in Table 

4.1. Results show that all the constructs were reliable as they surpassed the 0.70 which is 

recommended except laissez-faire (α = 0.551) and management by exception passive (α = 0.591). 

Continuance commitment had the highest alpha coefficient value (α = 0.921), followed by 

individualized consideration (α = 0.877) and Laissez-faire was the least reliable (α = 0.551). The 

reliability analysis paved the way for further correlation and regression analysis. Pallant (2010) 

pointed out that Cronbach’s alpha of α = 0.70 is the acceptable value (Andrew, Arora, Bilmes, & 

Livescu, 2013). The reliability scores were generally acceptable (α = 0.70).  
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5.2.2 Discussion of correlation results by hypothesis  

Objective 1: To determine the relationship between leadership styles (transactional, 

laissez-faire and transformational) and organisational commitment (normative, affective 

and continuance) in higher education institutions.  

H1: There is a relationship between leadership styles (Transactional and Transformational) and 

Affective commitment.  

The results in Table 4.5 show that transformational leadership style has positive and significant 

relation with affective commitment (r = 0.521**; p = 0.004). We therefore, reject the null hypothesis 

that there is no relationship between transformational leadership style and affective commitment. 

Thus, the results indicate that leaders who stimulate employee morale can boost the emotional 

attachment to the organisation (Roueche, Baker III, & Robert, 2014). This helps the organisation 

in preparation for adoption of new strategies or plan (Roueche, Baker III, & Robert, 2014). 

Therefore, higher education institutions in South Africa can capitalise on this by stimulating morale 

to prepare their staff for higher education transformation. The findings of this study are similar to 

the study done by Abdo Saeed, Gelaidan and Ahmad (2013) in the higher educational institutions 

in Yemen. The study by Abdo Saeed, et al., (2013) found that transformational leadership style 

was positively related to affective commitment (r = 0.389**).   

Moreover, the results showed that there was no relationship between affective commitment and 

transactional leadership style as shown in Table 4.4 (r = 0.113; p = 0.623). Hence, we accept the 

null hypothesis that there is no relationship between transactional leadership style and affective 

commitment. However, given the results in Table 4.5 for constructs correlation, it can be noticed 

that affective commitment is weakly related to management by exception passive (r = 0.206**; p 

= 0.000) and not related to management by exception active and contingents’ rewards. Similarly, 

a study by Munyeka and Ngirande (2014) also found that there is no relationship between 

transactional leadership style and affective commitment in higher education institutions in South 

Africa.   

H2: There is a relationship between leadership styles (Transactional and Transformational) and 

Normative commitment.  

The overall correlation analysis in Table 4.5 showed that there was no relationship between 

transformational leadership style and normative commitment (r = 0.165; p = 0.752). Therefore, 
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we accept the null hypothesis that there is no significant relationship between transformational 

leadership style and normative commitment. The findings of this study are in contrast of the 

findings by Dillen (2012) who found a weak and positive relationship between transformational 

leadership style and normative commitment in the nuclear energy cooperation. This exhibits the 

differences on how leadership styles in different industries influence organisational commitment.   

Transactional leadership style and normative commitment showed a significant positive and 

strong relationship (r = 0.633*; p = 0.022) as shown in Table 4.5. Therefore, we reject the null 

hypothesis that these two variables are related and concluded that there is a relationship between 

transactional leadership and normative commitment.  The results indicate that employees in 

higher education institutions feel obliged to remain with the organisation because of the 

exchanges that they engage in with their leaders.  Therefore, leaders can enhance this sense of 

obligation on their employees through continuously fulfil their employees’ exchange expectations 

(Anitha & Begum, 2016). These findings are similar to the recent study done in the Ethiopian 

public higher education institutions by Sudarsana Rao and Gorfie (2017) which reported that 

transactional leadership was related to normative commitment.   

H3: There is a relationship between leadership styles (Transactional and Transformational) and 

Continuance commitment  

The overall analysis showed that there is moderate and significant relationship between 

transformational leadership style and continuance commitment (r = 0.472**; p = 0.003). Therefore, 

we reject the null hypothesis that there is no relationship between transformational leadership 

style and continuance commitment in higher education institutions. The results tell us that 

employees who have long stayed or invested a lot in the development of the organisation are 

more likely to stay or remain with the organisation (Ranaweera & Menon, 2013). Thus, if 

employees are encouraged to be involved in higher education institutions, they are more likely to 

contribute more and remain with the organisation in the long run. The findings of this study agree 

with a study in South African higher education institutions by Munyeka and Ngirande  

(2014) as well as another study done in Addis Ababa’s private higher education institutions by 

Teshome (2012). Furthermore, the construct correlation result shows that continuance 

commitment is positively related to intellectual stimulation (r = 0.232**; p = 0.000).   

The null hypothesis assumed that there is no relationship between continuance commitment and 

transactional leadership style. From the analysis in Table 4.5 we can conclude that there is no 
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significant relationship between the two variables (r = 0.163; p = 0.784) and accept the null 

hypothesis. A study in higher education institutions in Nigeria found contradictory results (Othman, 

et al., 2012). Their findings found that transactional leadership has weak relationship with 

continuance commitment. The findings of this study tell us that leader and follower mutual 

exchanges in higher education institutions influence employees to remain with the organisation 

as the cost of leaving will be considered higher (Hunter, et al., 2013).  

H4: There is a relationship between Laissez-faire leadership style and Organisational 

commitment (Affective, Normative and Continuance commitment)  

The correlational results showed that laissez-faire has strong, positive and significant relationship 

with affective commitment (r = 0.695**; p = 0.000). We reject the null hypothesis and conclude 

that there is a relationship between laissez-faire and affective commitment. The results indicate 

that if leaders in higher education give room to the employees and allow them to do their jobs 

without much interference, they will increase the emotional attachment of employees to the 

organisation. Similarly, a study by Teshome (2012) in higher education private institutions found 

that laissez-faire had a relationship with affective commitment, however, weak and negative (r = 

-0.349). In the Ethiopian higher education institutions, it means when employees are left to do 

things on their own they are more likely to detach from the organisation emotionally unlike in the 

case of South Africa.   

In addition, laissez-faire showed that it has negative and weak significant relationship with 

normative commitment (r = -0.051*; p = 0.037). Therefore, we reject the null hypothesis and 

conclude that there is a relationship between laissez-faire and normative commitment. This 

means that employees in higher education institutions in South Africa when left alone to go about 

their task in the organisation, the feeling of obligation to remain with the institution decreases.   

Objective 2: To determine if transformational and transactional leadership styles 

constructs have varied impact on organisational commitment facets in higher education 

institutions.  

The findings of the study revealed varied results on the relationship between leadership subscales 

and organisational commitment facets. Firstly, the correlation results for sub-scales showed that 

affective commitment has significant relationship with intellectual stimulation and individualised 

consideration (r = 0.844**; p = 0.007 and (r = 0.451**; p = 0.005) respectively as shown in Table 

4.6. This means that there is direct relationship between intellectual stimulation and individualised 
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consideration. Thus, if these two transformational leadership facets increase affective 

commitment also increases. Also, results showed that affective commitment is not related to 

idealised influence and inspirational motivation (r = 0.570; p = 0.007) and (r = -0.728; p = 0.005). 

This means that leaders who challenge their followers’ perception and attend to their employees’ 

needs, have a greater chance to increase emotional attachment of their employees to the 

organisation (Conklin, et al., 2013).   

Secondly, the analysis between transformational leadership styles and normative commitment 

showed contradictory results to the study by Alkahtani (2016) which showed strong positive 

relationship between all facets of organisational commitment and transformational leadership sub-

scales. In this study, only intellectual stimulation was found to be moderately related to normative 

commitment (r = 0.563**; p = 0.002) and with no meaningful relationship with other 

transformational leadership sub-scale as depicted in Table 4.6. The positive relationship between 

intellectual stimulation and normative, tells us that, when leaders challenge the perception of their 

followers and encourage creativity they at the same time increase the feeling of obligation by the 

employees to remain with the organisation (Benligray & Sonmez, 2012; Northouse, 2015).  Thus, 

to stimulate the feeling to stay with the organisation from employees, leaders need to consistently 

give challenging tasks and duties their subordinates.   

Moreover, the transactional leadership style construct showed a strong, positive and significant 

relationship between normative commitment and contingent rewards (r = 0.860**; p = 0.003. 

Similarly, a study by Lo, et al., (2010) found similar results. The findings are contrary to the study 

by Alkahtani (2016) which found a weak relationship between normative commitment and 

contingent rewards.  

Lastly, results in the correlation analysis for transactional leadership style and continuance 

commitment showed that continuance commitment is strongly related to management-by 

exception passive (r = 0.664**; p = 0.002). This means that if leaders let their followers get to 

business without significant monitoring they will eventually invest more into the organisation in 

terms of time and contribution. This in turn, gives followers the view that leaving the organisation 

will be costlier than staying (LePine, et al., 2013).   

5.2.3 Regression results  

The regression analysis was carried out to determine which of the leadership styles predicts 

organisational commitment constructs. This analysis helped the researcher to attain the objective 
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of the study on which of the two leadership styles has more impact on organisational commitment. 

Additionally, to realise the last objective of the study which aimed to determine whether 

transactional and transformational leadership style constructs have varied impacts on 

organisational commitment facets in higher education institutions. The discussions of the 

regression output are as outlined below.   

5.2.3.1 Transformational leadership style and Affective commitment  

The results in Table 4.7 show that 49.6% of affective commitment can be explained by 

transformational leadership style (R square = 0.496). Also, in the same analysis, Beta 

standardized coefficients beta show that intellectual stimulation is the only transformational 

leadership style construct which predicts affective commitment. R square value of 0.496 shows 

that a significant amount of affective commitment can be attributed to affective commitment.  

Therefore, we can conclude that leaders who continuously challenge their employees with 

perceptions can influence the emotional attachment of their employees.   

5.2.3.2 Transformational leadership style and Normative commitment  

Intellectual stimulation showed that it is the only sub-scale of transformational leadership style 

that predicts normative commitment (β = 0.169; p = 0.002). Idealised influence, individualised 

consideration and inspirational motivation according to the regression results cannot predict 

normative commitment as shown in Table 4.8 with no significant predictions. It should also be 

noted that overall, transformational leadership has the least predicational power to normative 

commitment (R square = 0.029).   

5.2.3.3 Transformational leadership style and Continuance commitment  

As the results show in Table 4.9, transformational leadership style has moderate predictional 

power to continuance commitment (R square = 0.463). Thus, 46.3% of continuance commitment 

can be explained by transformational leadership. Results, further show that intellectual stimulation 

predicts continuance commitment (β = 0.232; p = 0.000) unlike other subscales.   

5.2.3.4 Transactional leadership style and Affective commitment  

The regression analysis revealed that management by exception passive predicts affective 

commitment (β = 0.182; p = 0.001). Other constructs of transactional leadership do not predict 

affective commitment as shown in Table 4.10. Therefore, the study concludes that the employees 

in higher education institutions in South Africa prefer to be left alone to conduct their duties and 

this in turn brings about emotional attachment to the organisation.   
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5.2.3.5 Transactional leadership style and Normative commitment  

Table 4.12 shows that contingent reward is the only transactional leadership style sub-scale that 

predicts normative commitment (β = 0.169; p = 0.002). Generally, transactional leadership style 

has 43.1% prediction to normative commitment (R Square = 0.431). Given the results above, one 

can conclude that management by exception passive and active do not predict normative 

commitment and only contingent rewards does.   

5.2.3.6 Transactional leadership style and Continuance commitment  

Transactional leadership style has less predicational power to continuance commitment (R square 

= 0.032). Furthermore, management by exception passive predicts continuance commitment in 

transactional leadership style, however, other constructs cannot predict continuance commitment.  

It can be concluded that only management by exception passive is the only facet of transactional 

leadership that predicts and brings about continuance commitment in higher education 

institutions.   

Objective 3: To determine which of the three leadership styles has more impact on 

organisational commitment in the higher education institutions.  

5.2.3.7 Leadership styles and Organisational commitment.   

Regression analysis in Table 4.13 shows that transformational leadership style has a higher beta 

value (β = 281; p = 0.011) than transactional leadership style (β = 0.091; p = 015). The results 

indicate that transformational leadership style predicts organisational commitment better than 

transactional leadership style. This is shown through the comparison of standardised coefficient 

beta values. These findings are in agreement with a recent study in Ethiopian public universities 

by Sudarsana Rao and Gorfie (2017) in which they found that transformational leadership style 

explained the variance of organisational commitment better than transactional commitment. Thus, 

the findings of the study are not unique to South Africa but also occur in other higher education 

institutions.   

5.3 Conclusions  

The dynamic nature of higher education recommends the need for effective leadership and 

committed employees to keep up with the demand put upon higher education institutions. In 

consideration of the various changes and reforms in higher education in several nations, it is 

crucial for higher education institutions to investigate the effectiveness of leadership as well as 
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the level of commitment among employees. The plethora of literature on transaction and 

transformational leadership styles and organisational commitment addresses the issues in 

developed countries. Very few studies on this topic have been conducted in the developing 

countries, particularly in South Africa. Correlation and regression analysis was used to determine 

the relationship between leadership styles and organisational commitment in higher education 

institutions. The results revealed varied results in the overall analysis. Based on the study’s 

outcomes, it is difficult to outwardly conclude that there is a relationship between leadership styles 

sub-scales and organisational commitment constructs. However, it is safe to say that leadership 

style constructs are variedly related to organisational commitment facets. Regression analysis 

revealed that to a greater extent transformational leadership style predicts organisational 

commitment compared to transactional leadership style. Therefore, from the results, one can 

conclude that each institution should do its own institutional diagnosis to establish which of the 

leadership styles or sub-scales contribute to what facet of organisational commitment.  

5.4 Recommendations to future researches  

Based on the findings of the study, the following recommendations can be made:  

As the results are varied from one institution to the other, one would recommend that each 

organisation do its own diagnosis as to how leadership styles affect organisational commitment. 

Literature has shown that different results and studies continue to bring about organisational 

unique results, therefore this recommendation.   

Also, for further research one would recommend that a study on the effects of leadership styles 

on the preferred organisational culture be done to ascertain the behaviours subordinates would 

prefer to commit to the agenda of the organisation.   

Lastly, the study pushes us to recommend that the study be conducted with one homogeneous 

group such as academics only/service staff only to verify the differences among these two 

divisions in higher education institutions.   

5.5 Limitations of the study  

The study was affected by the limited financial resources and period needed to complete the study 

and to opt for a larger sample size at the University of Witwatersrand. A larger sample would have 

given the study more strength in terms of statistical power and significance. Statistical significant 
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correlations would give results that are more precise on the relationships between variables under 

investigation.    

Furthermore, the “Fees Must Fall Movement” which affected the number of respondents 

interrupted the collection of data. The number of respondents could have been much higher if the 

study had enough time and without interruptions from the movement. However, this hiccup was 

overcome by persistent visitations and using other alternative means to collect data such as using 

emails. At the end of it all, the response rate was pegged at 63 per cent, which is highly 

recommended for data analysis (Bryman & Bell, 2015).   

Also, another limitation was that the study was done in two institutions which might affect the 

comparison and inference of results to other higher education institutions.   

A further limitation is that the study could not manage to sort all the demographic information and 

correlate it to organisational commitment. It would have been more informative if the study had 

investigated the varied differences among these groups for instance gender differences on the 

effects of leadership styles on organisational commitment.   

Moreover, the questionnaire for one of the subscales of the transactional leadership style and 

Laissez-faire leadership were not reliable, therefore the results in that regard cannot be 

generalised. 

Lastly, collecting data a single point in time compromised the quality of the results as this might 

have influence on the responses of the participants.  

5.6 Chapter summary  

The chapter discussed in detail the findings of this study and the relation they have with other 

studies. In addition, after the discussion was done the implications and conclusions were made. 

Lastly, the problems or hiccups encountered during the study were highlighted together with what 

could be possibly done considering the results of this study.  

 

 

 

 



59 
 

References  

Abdo Saeed, S. A., Gelaidan, H. M., & Ahmad, F. (2013). New leadership style and lecturers’ 

commitment in Yemen Higher Education Institutions. World Applied Sciences Journal, 

21(10), 1460-1467.  

Adler, N., Zoogah, D., & Beugre, C. (2013). Organisational behaviour: Improving performance and 

commitment in the workplace. Hamprshire, UK: McGraw-Hill.  

Acar, Z. A. (2012). Organisational culture, leadership styles and organisational commitment in 

Turkish logistics industry. Procedia - Social and Behavioural Sciences, 58, 217–226.  

Adair, J. (1983). Effective leadership. London, UK: Pan Books.  

Ali, Nazim, Babar, F., Muhammad, Z. S., Bangash, G., & Sudhair. (2011). Relationship between 

leadership styles and organisational commitment amongst medical representatives of 

national and multinational pharmaceuticals companies, Pakistan. (An Empirical Study).  

Interdisciplinary Journal of Contemporary Research in Business, 2(10), 524-537.  

Alkahtani, H. A. (2016). The influence of leadership styles on organisational commitment: The 

moderating effect of emotional intelligence. Business and Management Studies, 2(1), 23-

34.  

Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective, continuance 

and normative commitment to the organisation. Journal of Occupational Psychology, 

63(1), 1-18.  

Andrew, G., Arora, R., Bilmes, J. A., & Livescu, K. (2013). Deep canonical correlation analysis.  

ICML, 3, 1247-1255.  

Antes, L., Michael, D., & Mumford. (2010). Leadership & organization development Journal, 34(2), 

358-378.  

Armstrong, M., & Taylor, S. (2014). Armstrong's handbook of human resource management 

practice. London, UK: Kogan Page Publishers.  



60 
 

Anitha, J., & Begum, F. (2016). Role of organisational culture and employee commitment in 

employee retention. SBM Journal of Management, 9(1), 17-25.  

Asgari, A., Silong, A., Ahmed, A., & Abu Samah, B. (2008). The relationship between 

transformational leadership behaviours, organisational justice, leader-member exchange, 

perceived organisational support, trust in management and organisational citizenship 

behaviours. European Journal of Scientific Research, 1(23), 227-242.   

Avolio, B. J., Bass, B. M., & Jung, D. I. (1995). MLQ Multifactor Leadership Questionnaire.  

Redwood, CA: Mind Garden.  

Avolio, B. J. (1999). Full leadership development: Building the vital forces in organisations.  

Newbury, CA: Sage Publications, Inc.   

Avolio, B. J., Bass, B. M., & Jung, D. J. (1999). Re-examining the components of transformational 

and transactional leadership using the multifactor leadership questionnaire. Journal of 

Occupational and Organisational Psychology, 72(4), 441-462.  

Avolio, B. J., & Yammarino, F. J. (2013). Transformational and charismatic leadership: The road 

ahead (2nd ed.). Bingley, UK: Emerald Group Publishing.  

Aydin, A., Sarier, y., & Uysal, Ş. (2013). The Effect of School Principals’ Leadership   Styles on 

Teachers’ Organisational Commitment and Job Satisfaction. Educational Sciences: 

Theory & Practice, 13(2), 806-811.  

Badat, S. (2010). The challenges of transformation in higher education and training institutions in 

South Africa. Development Bank of Southern Africa.  

Bagraim, J., Cunningham, P., Pieterse-Landman, E., Potgieter, T., & Viedge, C. (2011). 

Organisational behaviour: A contemporary South African perspective. (A. Werner, Ed.) 

Pretoria, SA: Van Schaik.  

Balley, J. M. (2007). The role of nursing leadership in creating a mentoring culture in acute care 

environment. Nursing Economics, 25(3), 143-149.  



61 
 

Baron, R. A., & Greenberg, J. (1990). Behaviour in organisations (3rd ed.). London, UK: Ally and 

Baron.  

Bass, B. M. (1985). Leadership and performance beyond expectations. New York, NY: Free 

Press.  

Bass, B. M. (1990). From transactional to transformational leadership: Learning to share the 

vision. Organisational dynamics, 18(3), 19-31. 

Bass, B. M., & Avolio, B. J. (1993). Transformational leadership and organisational culture.  

Public Administration Quarterly, 17(1), 112-117.  

Bass, B. M., & Avolio, B. J. (1994). Improving organisational effectiveness through 

transformational leadership. Thousand Oaks, CA: Sage Publications, Inc.  

Benligray, S., & Sonmez, H. (2012). Analysis of organisational commitment and work–family 

conflict in view of doctors and nurses. The International Journal of Human Resource 

Management, 23(18), 3890-3905. 

Benoit, K. (2010, March 18). Kenbenoit. Retrieved January 26, 2017, from Kenbenoit Website: 

http://www.kenbenoit.net.  

Beck, K., & Wilson, C. (2000). Development of affective organisational commitment: A cross 

sequential examination of change with tenure. Journal of Vocational Behaviour, 56(1), 

114-136.  

Becker, T. E. (1992). Foci and bases of commitment: Are they decisions work making. Academy 

of Management Journal, 1(1) 232-244.  

Becker, T. E., & Billings, R. S. (1993). Profiles of commitment: an empirical test. Journal of 

Organisational Behaviour, 14(2), 177-190.  

Belias, D., & Koustelios, A. (2014). Organisational culture and job satisfaction: A review. 

International Review of Management and Marketing, 4(2), 132-149.  

Bell, J., & Water, S. (2014). Doing your research project: A guide for first-time researchers (6th 

ed.). Berkshire, UK: McGraw-Hill Education.  



62 
 

Bennis, W., & Nanus, B. (1985). Leaders: The strategies for taking charge. Haper and Row, 24(4), 

503-508.  

Bernal, J. G., Castel, A. G., Navarro, M. M., & Torres, P. R. (2005). Job satisfaction: empirical 

evidence of gender differences. Women in Management Review, 20(4), 279-288.  

Bernerth, J. B., Walker, H. J., & Harris, S. G. (2016). Rethinking the benefits and pitfalls of leader–

member exchange: A reciprocity versus self-protection perspective. Human Relations, 

69(3), 661-684.  

Best, J. (1994). Social progress and social problems: Toward a sociology of gloom. The 

Sociological Quarterly, 42(1), 1-12.  

Blake, R. R., & Mouton, J. S. (1964). The Managerial Grid. Houston, NY: Gulf Publishing 

Company.  

Blickle, G. (2003). Convergence of agents’ and targets' reports on interorganisational influence 

attempts. European Journal of Psychological Assessment, 19(1), 40–53.  

Bosman, J., Buttendach, J., & Laba, K. (2008). Job insecurity, burnout and organisational 

commitment among employees of a financial institution in Gauteng. Journal of Industrial 

Psychology, 5, 32-40.  

Breevaart, K., Bakker, A. H., Jom, D. E., Olsen, O. K., & Espevik, R. (2014). Daily transactional 

and transformational leadership and daily employee engagement. Journal of Occupational 

and Organisational Psychology, 87(1), 138-157.  

Brink, P. J., & Wood, M. J. (1994). Basic steps in planning nursing research. From question to 

proposal (4th ed.). Boston, NY: Jones & Bartlett Publisher.  

Bryman, A. (1992). Charisma and leadership in organizations. Sage Publications. 

Bryman, A. (2001). Social research methods. Oxford, UK: Oxford University Press.  

Bryman, A., & Bell, E. (2007). Business research methods. New York, USA: Oxford University 

Press.   

Bryman, A. (2013). Leadership and organisations. New York, USA: Routledge.  



63 
 

Bryman, A. (2015). Social research methods (5th ed.). London, UK: Oxford university press.  

Bryman, A., & Bell, E. (2015). Business research methods. Oxford University Press, USA 

Burns, J. M. (1978). Leadership. New York, NY: Harper and Row.  

Bushra, F., Usman, A., & Naveed, A. (2011). Effect of transformational leadership on employees' 

job satisfaction and organisational commitment in banking sector of Lahore (Pakistan). 

International Journal of Business and Social Science, 2(18), 261-267.  

Carver, R. H., & Nash, J. G. (2009). Data analysis with SPSS. Version 16. New Delhi, INDIA:  

Cengage Learning.  

Cervone, D., & Pervin, L.A. (2008). Personality: Theory and research (10th ed.). New York, USA: 

Wiley & Sons. 

Chemers, M. (2014). An integrative theory of leadership. New York, USA: Psychology Press.  

Chew, J., & Chan, C. (2008). Human resource practices, organisational commitment and intention 

to stay. International Journal of Manpower, 5, 503-522.  

Chightai, A., & Zafar, S. (2006). Antecedents and consequences of organisational commitment 

among Pakistani university teachers. Applied HRM Research, 13, 39-65.  

Clark,  D.  (1997).  Big  dog  leadership.  Retrieved  August  24,  2015,  from  

http://www.nwlink.com/~donclark/leader/leader.html  

Cleveland-Innes, M., & Sangra, A. (2010). Leadership in a new era of higher distance education. 

(M. Cleveland-Innes, & D. R. Garrison, Eds.) New York: Routledge Publishing Inc.  

Clinebell, S., Skudiene, V., Trijonyte, R., & Reardon, J. (2013). Impact of leadership styles on 

employee organisational commitment. Journal of Service Science, 6(1), 139-152.  

Cohen, J., Cohen, P., West, S. G., & Aiken, L. S. (2013). Applied multiple regression/correlation 

analysis for the behavioural sciences (3rd ed.). New Jersey, USA: Routledge.  



64 
 

Colbert, A. E., Judge, T., Choi, D., & Wang, G. (2012). Assessing the trait theory of leadership 

using self and observer ratings of personality: The mediating role of contributions to group 

success. The Leadership Quarterly, 23(4), 670-685.  

Collins, J., & Hussey, R. (2003). Business research (2nd ed.). Hampshire, UK: Palgrave 

Macmillan.  

Collis, J., & Hussey, R. (2013). Business research: A practical guide for undergraduate and 

postgraduate students (4th ed.). Hampshire, UK: Palgrave Macmillan.  

Conklin, A., Dahling, J., & Garcia, P. (2013). Linking Affective Commitment, Career Self Efficacy, 

and Outcome Expectations: A Test of Social Cognitive Career Theory. Journal of Career 

Development, 40(1) 68-83. doi:10.1177/0894845311423534.  

Cooper, D. R., & Schindler, P. S. (2008). Business research Methods. Boston, MA: McGraw- 

Hall.  

Coyle-Shapiro, J. A., Morrow, C. P., & Kessler, I. (2006). Serving two organizations: exploring the 

employment relationship of contracted employees. Human Resource Management, 45(4), 

561-583.  

Covey, S. (2007). The Transformational leadership  report.  Retrieved from 

www.transformationalleadership.net.  

Cummings, T. G., & Worley, C. G. (2014). Organization development and change (10th ed.).  

Stamford, UK: Cengage learning.  

Creswell, J. W. (2014). Research design: Qualitative, Quantitative and Mixed methods 

approaches. London, UK: Sage Publications, Inc.  

Curry, J. P., Wakefield, D. S., Price, J. L., & Mueller, C. W. (1986). On the causal ordering of job 

satisfaction and organisational commitment. Academy of Management Journal, 29(4), 

847-858.  

Daft, R. (2014). The leadership experience (6th ed.). Stamford, UK: Cengage Learning.  



65 
 

Demir, C., Sahin, B., Teke, K., Ucar, M., & Kursun, O. (2009). Organisational commitment of 

military physicians. Military medicine, 174(9), 929–935.  

Denzin, N. K., & Lincoln, Y. S. (2011). Qualitative Research (4th ed.). London, UK: Sage 

Publications, Inc.  

Department of Higher Education and Training. (2012). Strategic plan: Revised version for 2010/11 

- 2014/15. Department of higher education and training.  

DePaul, G. A. (2015). Nine Practices of 21st century leadership: A Guide for inspiring creativity, 

innovation, and engagement. CRC Press.  

DePoy, E., & Gitlin, L. N. (2015). Introduction to research: Understanding and applying multiple 

strategies (5th ed.). St Louis: Elsevier Health Sciences.  

Dhar, R. L. (2014). Service quality and the training of employees: The mediating role of 

organisational commitment. Tourism Management, 46, 419-430.  

Dienesch, R. M., & Liden, R. C. (1986). Leader-member exchange model of leadership: A critique 

and a further development. Academy of Management Review, 4(3) 618-634.  

Dillen, R. (2012). The relationship between leadership styles and organisational commitment.  

Unpublished dissertation.  

Dubinsky, A. J., Yammarino, F. J., Jolson, M. A., & Spangler, W. D. (1995). Transformational 

leadership: an initial investigation in sales management. Journal of Personal Selling and 

Sales Management, 15(6), 17-29.  

Dulewicz, V., & Higgs, M. J. (2005). Assessing leadership styles and organisational context.  

Journal of Managerial Psychology, 20(3), 105-123.  

Dunn, M., Dastoor, B., & Sims, R. (2012). Transformational leadership and organisational 

commitment: Across-cultural perspective. Journal of Multidisciplinary Research, 4(1), 45- 

60.  



66 
 

Dunnette, & L. M. Hough, Eds.) Handbook of industrial and organisational psychology, 3(6), 147-

197.  

Ekaterini, G. (2010). impact of leadership styles on four variables of executives’ workforce.  

International Journal of Business & Management, 5(6), 3-16.  

Eisenberger, R., Fasolo, P. M., & Davis-LaMastro, V. (1990). Effects of perceived organisational 

support on employee diligence, innovation, and commitment. Journal of Applied 

Psychology, 53, 51-59.  

Evans, M. G., & House, R. J., (1970). The effects of supervisory behaviour on the path-goal 

relationship. Organisational Behaviour and Human Performance, 5(3), 277–298.  

Fauziah, & Nordin, S. (2010). Organisational climate and its influence on organisational 

commitment. Journal of International Business and Economic Research, 20(2), 1-10.  

Fisher, A., Weir, D., & Phillips, J. (2014). Beyond transactional and transformational leadership 

into the double helix: a case-study of blended leadership in police work. Review of 

Enterprise and Management Studies, 1(2), 73-87.  

Flick, U. (2015). Introducing Research Methodology: A Beginner's guide to doing a research 

project (2nd ed.). London, UK: Sage Publications, Inc.  

Fowler, F. J. (2008). Survey research methods (4th ed.). Los Angeles, USA: Sage Publications, 

Inc.  

Gaertner, S. (1999). Structural determinants of job satisfaction and organisational commitment ın 

turnover models. Human Resource Management Review, 9(4), 479-493.  

García-Morales, V. J., Jiménez-Barrionuevo, M. M., & Gutiérrez-Gutiérrez, L. (2012). 

Transformational leadership influence on organisational performance through 

organisational learning and innovation. Journal of Business Research, 65(7), 1040-1050.  

Gardner, W. L., Lowe, K. B., Moss, T. W., Mahoney, K. T., & Cogliser, C. C. (2010). Scholarly 

leadership of the study of leadership: a review of the leadership quarterly’s second 

decade, 2000–2009. The Leadership Quarterly, 21(6), 922-958.  



67 
 

Gellis, Z. D. (2001). Social work perceptions of transformational and transactional leadership in 

health care. Social work research, 25(1), 17-25. 

George, J. M., & Gareth, J. R. (2002). Understanding and managing organisational behaviour. 

New Jersey, USA: Pearson – Prentice Hall.  

Goetsch, D., & Davis, S. (2014). Quality management for organisational excellence. New Jersey: 

Pearson.  

Goleman, D., Boyatzis, R., & McKee, A. (2013). Primal leadership: Unleashing the power of 

emotional intelligence. Cambridge, MA: Harvard Business Press.  

Govinder, S. K., Zondo, P. N., & Makgoba, W. M. (2012). New Look at Demographic 

transformation for universities in South Africa. 109(10), 1-11.  

Hackman, M. Z., & Craig, J. E. (2013). Leadership: A communication perspective. Illinois:  

Waveland Press.  

Hall, D. S. (2013). Leadership: theories, styles and visioning. NAAAS conference proceedings (p. 

36). National Association of African American Studies.  

Hartmann, L. C., & Bambacas, M. (2000). Organisational commitment: A multi method scale 

analysis and test of effects. The International Journal of Organisational Analysis, 8(1), 89-

108. 

Hassan, S., Wright, B. E., & Yukl, G. (2014). Does ethical leadership matter in government? 

Effects on organisational commitment, absenteeism, and willingness to report ethical 

problems. Public Administration Review, 74(3), 333-343.  

Hay, A., & Hodgkinson, M. (2006). Rethinking leadership: a way forward for teaching leadership? 

Leadership & Organization Development Journal, 27(2), 144-158.  

Harper, C., & Hall, R. (2015). Organizations: Structures, processes and outcomes (10th ed.).  

New York, USA: Routledge.  



68 
 

Hartman, L., & Bambacas, M. (2000). Organsaitional commitment: A multi method scale analysis. 

International Journal of organsiational analysis, 34(7)89-108.   

Hersey, P., Blanchard, K. H., & Natemeyer, W. E. (1979). Situational leadership, perception, and 

the impact of power. Group & Organization Studies, 4(4), 418-428.  

Hersey, P., & Blanchard, K. H. (1982). Management of organisational behaviour: Utilizing human 

resources (4th ed.). Englewood Cliffs, NJ: Prentice Hall.  

Higher Education. (2015, May 30). Discussion paper prepared for the second national Higher 

Education Transformation Summit. (T.i. Education, Producer) Retrieved from www.gov.za.  

Hlupic, V. (2014). The need for a new type of leadership. In the management, Shift, 32-64.  

Hooijberg, R., & Lane, N. (2014). Strategic leadership. Wiley Encyclopaedia of Management.   

House, R. J. (1971). A Path Goal Theory of Leader Effectiveness. Administrative Science 

Quarterly, 17(9), 321-339.  

House, R. J., & Aditya, R. N. (1997). The social scientific study of leadership: Quo vadis?. Journal 

of management, 23(3), 409-473. 

House, R. J., & Antonakis, J. (2014). Instrumental leadership: Measurement and extension of 

transformational–transactional leadership theory. The Leadership Quarterly, 25(4), 

746771.  

House, R. J., & Mitchell, T. R. (1975). Path-Goal theory of leadership. Naval Research, 75(67), 

1-18.  

House, R. J., Hanges, P. J., Javidan, M., Dorfman, P. W., & Gupta, V. (2004). Leadership, culture 

and organizations: the globe study of 62 societies. Thousand Oaks, CA: Sage 

Publications, Inc.  

Huey Yiing , L., & Bin Ahmad , K. Z. (2009). The moderating effects of organisational culture on 

the relationships between leadership behaviour and organisational commitment and 

between organisational commitment and job satisfaction and performance. Leadership & 

Organization Development Journal, 53-86 



69 
 

Hughes, R, L., Ginnett, R, C., & Curphy, G, J., (2006) Leadership: Enhancing the Lessons of 

Experience. 5th ed. Boston, NY: McGraw Hill. 

Hunter, E. M., Neubert, M. J., Perry, S. J., Witt, L. A., Penny, L. M., & Weinberger, E. (2013). 

Servant leaders inspire servant followers: Antecedents and outcomes for employees and 

the organization. The Leadership Quarterly 24(2), 316-331.  

IBM-SPSS Institute. (2013). SPSS 12.0 for Windows. Chicago, IL: SPSS.  

Ibrahim, S. M., Nurzahit, K., & Türker, B. (2012). Leadership style and organisational commitment: 

Test of a theory in Turkish banking sector. Journal of Academy Research in Economics, 

2(1), 1-20.  

Igella, R. (2014). Factors influencing employee commitment: a case of Kenya civil aviation 

authority. Unpublished Work.  

Islam, T., Khan, R. S., Shafiq, A., & Ahmad, U. M. (2012). Leadership, citizenship behaviour, 

performance and organsiational commitment. World Applied Sciences Journal, 19(11), 

1540-1552.  

Jackson, J. H., & Morgan, C. P. (1982). Organization Theory (2nd ed.). Upper Saddle River, NY:  

Prentice Hall.  

Jansen, A. (2015). Implicit leadership theories, leader-member exchange and its workplace 

outcomes: a case of South African call centre agents. Doctoral Dissertation.  

Jian, G., & Gail, F. T. (2016). Leadership in organizations. The International Encyclopaedia of 

Organisational Communication.   

John, M. C., & Taylor, W. J. (2014). Leadership style, school climate, and the institutional 

commitment of teachers. In International Forum Journal, 1(2), 167-184.  

Joo, B., Yoon, H, J., Jeung, C. (2012) The effects of core self‐evaluations and transformational 

leadership on organisational commitment. Leadership & Organization Development 

Journal, 33(6), 564-582  



70 
 

Judge, T. A., & Piccolo, R. F. (1978). “Leadership dynamics”. Journal of Applied Psychology, 23, 

755-778.  

Judge, T. A., & Bono, J. E. (2000). Five-factor model of personality and transformational 

leadership. Journal of Applied Psychology, 85, 751– 765.  

Kellerman, B. (1984). Leadership: Multidisciplinary perspectives. Englewood Cliffs, NJ: Prentice 

Hall.  

Keskes, I. (2014). Relationship between leadership styles and dimensions of employee 

organisational commitment: A critical review and discussion of future directions.  

Intangible Capital, 10(1), 26-51.  

Kessuwan, K., & Muenjohn, N. (2010). Employee satisfaction: work-related and personal factors.  

International Review of Business Research Papers, 6(3), 168-177.  

Khasawneh, S., Omari, A., & Abu-Tineh, A. M. (2012). The relationship between transformational 

leadership and organisational commitment: The case for vocational teachers in Jordan. 

Educational Management Administration & Leadership, 40(4), 494508.  

Kim, H. K. (2014). Work-Life balance and employees' performance: The Mediating role of affective 

commitment. Global Business and Management Research, 6(1), 37-48.  

Kotter, J. (2003). The power of feelings. Leader to Leader, 25(1), 25-31.   

Kumar, S., & Ranjit, Z. (2005). Research methodology: A step by step guide for beginners (2nd 

ed.).  

Singapore: Pearson Education.  

Kumar, R. (2011). Research Methodology: A step by step guide for beginners (3rd ed.). London, 

UK: Sage Publications, Inc.  

Lam, W. L., & Liu, Y. (2014). The identity-based explanation of affective commitment. Journal of 

Managerial Psychology, 29(3), 321-340.  



71 
 

Lampard, R., & Pole, C. (2015). Practical social investigation: Qualitative and quantitative 

methods in social research. New York, USA: Routledge.  

LePine, M. A., Zhang, Y., Crawford, E. R., & Rich, B. L. (2013). Turning Their Pain to Gain: 

Charismatic Leader Influence on Follower Stress Appraisal and Job Performance.  

Academy of Management Journal, 3(7), 765-787.  

Leow, K. L., & Khong, K. W. (2015). Organisational commitment: The study of organisational 

justice and leader-member exchange (LMX) among auditors in Malaysia. International 

Journal of Business and Information, 4(2), 56-70.  

Limsila, K., & Ogunlana, S. O. (2008). Performance and leadership outcome correlates of 

leadership styles and subordinate commitment. Engineering, Construction and 

Architectural Management, 15(2), 164-184.  

Lin, H., & Hwang, Y. (2014). Do feelings matter? The effects of intrinsic benefits on individuals’ 

commitment toward knowledge systems. Computers in Human Behaviour, 30(3), 191198.  

Lo, M. C., Ramayah, T., Min, H. W., & Songan, P. (2010). The relationship between leadership 

styles and organisational commitment in Malaysia: Role of leader-member exchange.  

Asia Pacific Business Review, 16(1), 79-103.   

Lok, P., & Crawford, J. (1999). The relationship between commitment and organisational culture, 

subcultures, leadership styles, job satisfaction in organisational change and development. 

Leadership and Organisational Development Journal, 20(7), 365-373.  

Lok, M., & Crawford, J. (2001). “Antecedents of organisational commitment and the mediating 

role of job satisfaction”. Journal of Managerial Psychology, 16(8), 594-613.  

Lok, P., & Crawford, J. (2004). “The effect of organisational culture and leadership style on job 

satisfaction and organisational commitment: a cross-national comparison”. Journal of 

Management development, 23(4), 321-338.  

Lowe, K. B., & Gardner, W. L. (2001). Ten years of the leadership quarterly: Contributions and challenges 

for the future. The Leadership Quarterly, 11(4), 459-514 



72 
 

Lussier, R. N., & Achua, C. F. (2015). Leadership: Theory, application & skill development. New 

York, USA: Nelson Education.  

Luo, Y., Tao, D., Ramamohanarao, K., Xu, C., & Wen, Y. (2016). Tensor canonical correlation 

analysis for multi-view dimension reduction. IEEE transactions on Knowledge and Data 

Engineering, 27(11), 3111-3124.  

MacGregor, D. (1960). The human side of enterprise (Vol. 21, No. 166.1960). New York. 

Mahdi, O., Bin Gulam Mohd, S. E., & Almsafir, K. M. (2014). 2nd World conference on business, 

economics and management. Empirical study on the impact of leadership behaviour on 

organisational commitment in plantation companies in Malaysia (pp. 1076 – 1087). 

Elsevier Ltd.  

Mann, R. D. (1959). A review of the relationships between personality and performance in small 

groups. Psychological Bulletin, 56(4), 241 

Marjolein, K., & Van Dierendonck, D. (2012). "Servant leadership and commitment to change, the 

mediating role of justice and optimism", Journal of Organisational Change Management, 

25 (3), 422-433. 

Marlow, C. R., & Boone, S. (2005). Research writing. In research methods for generalist social 

work. Belmont, CA: Brooks/Cole-Thomson Learning.  

Martela, F. (2015). Fallible inquiry with ethical ends-in-view: A pragmatist philosophy of science 

for organisational research. Organization Studies, 36(4), 537-563.  

Mathieu, J. E., & Zajac, D. M. (1994). A review and meta-analysis of the antecedents, correlates 

and consequences of organisational commitment. Psychological Bulletin, 108(2), 171194.  

May-Chiun, L., Ramayah, T., & Min, H. W. (2009). Leadership styles and organisational 

commitment: a test on Malaysia manufacturing industry. African Journal of Marketing 

Management, 1(6), 133-139.  

McAllister, C., & Ferris, G. (2016). The Call of Duty: A duty development model of organisational 

commitment. In Research in Personnel and Human Resources Management, 209-244.   



73 
 

McDonald, D., & Makin, P. (2000). ‘The psychological contract, organisational commitment and 

job satisfaction of temporary staff. Leadership and Organization Development Journal, 

21(2), 84-91.  

McDonald, M. (2011). Organizations' Social Processes. Journal of Management.   

Mertens, D. M. (2014). Research and evaluation in education and psychology: Integrating diversity 

with quantitative, qualitative, and mixed methods. (4th ed.). Los Angeles, USA:  

Sage Publications, Inc.  

Meyer, J. P., & Allen, N. J. (1984). Testing the" side-bet theory" of organisational commitment: 

Some methodological considerations. Journal of applied psychology, 69(3), 372 

Meyer, J. P., & Allen, N. J. (1997). Commitment in the workplace, theory, research and application. 

California: Sage Publications, Inc.  

Meyer, J. P., & Herscovitch, L. (2001). Commitment in the workplace. Toward a general model. 

Human Resource Management Review, 11(3), 299–326.  

Mignonac, K., Vandenberghe, C., Perrigot, R., El Akremi, A., & Herrbach, O. (2015). A multi‐study 

investigation of outcomes of franchisees' affective commitment to their franchise 

organization. Entrepreneurship Theory and Practice, 39(3), 461-488.  

Ministerial Oversight Committee on Transformation. (2015). The transformation of South African 

higher education. Pretoria, SA: Government Printer.  

Ministry of Education. (2002). Transformation and Restructuring: A new institutional landscape for 

higher education. Department of Higher Education and Training.  

Ministry of Higher Education and Training. (2015). White paper on post school education and 

training. Pretoria: Government Printer.  

Mokgolo, M. M., Mokgolo, P., & Modiba, M. (2012). Transformational leadership in the South 

African public service after the April 2009 national elections. South African Journal of 

Human Management, 1(1), 2-9.  



74 
 

Mohammed, A. M., Lai, Y., Daskalaki, M., & Saridakis, G. (2016). Employee turnover as a cost 

factor of organizations. Research Handbook on Employee Turnover,25, 109-117.  

Moman L. (2012). Transformational and Transactional Leaders in Higher Education. SAM 

Advanced Management Journal, 77(2), 15-37.  

Mouton, D. (2013). Research Design and Methodology in Studies on L2 Tense and Aspect.  

Berlin, GY: Hurbet & Co.  

Morrow, P. C. (1993). The Theory and Measurement of Work Commitment. Greenwich, CT: JAI 

Press, Inc.  

Mosadeghrad, M. A. (2003). Principles of health care administration. Tehran: Dibag. Tehran:  

Dibahagn Tehran.  

Mottaz, C. J. (1988). Determinants of organisational commitment. Human Relations, 

5(14)467482.  

Mowday, R., Porter, L., & Steers, R. (1982). Employee organisation linkages: The Psychology of 

commitment, absenteeism, and turnover. New York, USA: Academic Press.  

Mowday, R., Porter, L., & Steers, R. M. (2013). Employee—organization linkages: The psychology 

of commitment, absenteeism, and turnover. New York, USA: Academic press.  

Mugenda, O. M. & Mugenda, A. G. (2003). Research methods: Quantitative and qualitative 

Approaches. Nairobi: African Centre for Technology Studies.   

Mullins, L. (2007). Management and organsaitional behaviour (8th ed.). Harlow: FT/Prentice  

Hall.  

Mullins, J. (2010). Management and organsiational behaviour (9th ed.). Essex, NY: Prentice Hall.  

Munyeka, W., & Ngirande, H. (2014). The impact of leadership styles on employee organisational 

commitment in higher learning institutions. Mediterranean Journal of Social Sciences, 

5(4), 135-143.  



75 
 

Mwangi, G. (2015). Factors influencing commitment and engagement of healthcare workers at 

Kenyatta national hospital. Doctoral dissertation, University of Nairobi.  

Nahavandi, A. (2006). Teaching leadership to first-year students in a learning community.  

Journal of Leadership Education, 5(2), 14-24.   

Nahavandi, A. (2016). The art and science of leadership (7th ed.). Global Edition. Pearson.  

Naseer, S., Raja, U., Syed, F., Donia, M., & Darr, W. (2016). Perils of being close to a bad leader 

in a bad environment: Exploring the combined effects of despotic leadership, leader 

member exchange, and perceived organisational politics on behaviours. The Leadership 

Quarterly, 27(1), 14-33.  

Navickaitė, J. (2013). The expression of a principal’s transformational leadership during the 

organisational change process: a case study of Lithuanian general education schools.   

Problems of Education in the 21St Century, 5170-82.  

Ndunge, W. E. (2014). Strategic leadership and change management practices at the Kenya 

wildlife service (Doctoral dissertation, University of Nairobi). Doctoral dissertation, 

University of Nairobi.  

Nel, P., Werner, A., Du Plessis, A., Ngalo, O., Poisat, P., Sono, T., . . . Botha, C. (2014). Human 

Resources Management (8th ed.). Cape Town, SA: Oxford University Press.  

Noordin, F., Abdul Rahim, A. R., Ibrahim, A. H., & Omar, M. S. (2011). Career stages and 

organisational commitment: A case of Malaysian. International Journal of Humanities and 

Social Science, 1(8), 105-112.  

Nordin, N. (2011). Assessing emotional intelligence, leadership behaviour and organisational 

commitment in a higher learning institution. Procedia - Social and Behavioural Sciences, 

56(1), 643–651.  

Northouse, P. G. (2010). Leadership: Theory and practice (5th ed.). Thousand Oaks, CA: Sage 

Publications, Inc.  



76 
 

Northouse, P. (2015). Leadership: Theory and practice (6th ed.). London, UK: Sage publications, 

Inc.  

Nunnally, J. C. (1967). Psychometric theory. New York, NY: McGraw-Hill.  

Othman, J., Mohammed, A. K., & D’Silva, L. J. (2012). Does a Transformational and transactional 

leadership style predict organisational commitment among public university lecturers in 

Nigeria? Asian Social Science,7, 165-170.  

Ozsahin, M., Zehir, C., Acar, A. Z., & Sudak, M. K. (2013). The effects of leadership and market 

orientation on organisational commitment. Procedia-Social and Behavioural Sciences, 99, 

363-372. 

Pallant, J. (2010). SPSS survival manual: A step by step guide to data analysis using SPSS. (4th 

ed.). London, UK: McGraw-Hill  

Paul, J., Costley, D. L., Howell, J. P., & Dorfman, P. W. (2002). The mutability of charisma in 

leadership research. Journal of Management History, 40(2), 192-200.  

Pfeiffer, J. (1977). The ambiguity of leadership. Academy of management review, 2(1), 104-112.  

Puffer, S. M., & McCarthy, D. J. (1996). A framework for leadership in a TQM context. Journal of 

Quality Management, 1(8), 109-130.  

Rafiq Awan, M., & Mahmood, K. (2010). Relationship among leadership style, organisational 

culture and employee commitment in university libraries. Library Management, 31(5), 253-

266.  

Ranaweera, C., & Menon, K. (2013). For better or for worse? European Journal of Marketing 

Adverse effects of relationship age and continuance commitment on positive and negative 

word of mouth, 47(10), 1598 - 1621.  

Raubenheimer, J. (2004). An item selection procedure to maximise scale reliability and validity.  

SA Journal of Industrial Psychology, 30(4), 59-64.  

Rayner, C., & Adam-Smith, D. (2009). Managing and Leading People. London, UK: CIPD.  



77 
 

Rehman, U., A. Shareef, A & Mahmood, F. (2012). Perceived Leadership Styles and 

Organisational Commitment, Interdisciplinary Journal of Contemporary Research in 

Business, 4(1), 616-626  

Richards, L., & Morse, J. M. (2012). Readme first for a user's guide to qualitative methods.  

Redwood, NY: Sage Publications, Inc.  

Riketta, M. (2002). Attitudinal organisational commitment and job performance: a meta-analysis. 

Journal of Organisational Behaviour, 23(4), 257-266.  

Rolfe, P. (2011). Transformational leadership theory: what every leader needs to know. Nursing 

Leader, 9(2), 54-57.  

Rollinson, D., & Broadfield, A. (2002). Organisational behaviour and analysis: An integrated 

approach (2nd ed.). London, UK: Financial Times Prent.Int.  

Rotberg, R. I. (2014). The need for strengthened political leadership. The ANNALS of the 

American Academy of Political and Social Science, 52(1), 238-256.  

Roueche, P. E., Baker III, G. A., & Robert, R. R. (2014). Shared vision: Transformational 

leadership in American community colleges. Texas, USA: Rowman & Littlefield.  

Rubin, A., & Babbie, E. R. (2016). Empowerment Series: Research methods for social work.  

Boston, USA: Cengage Learning.  

Sabir, M., Sohail, A., & Asif Khan, M. (2011). Impact of leadership style on organization 

commitment: In mediating role of employee value. Journal of Economics and Behavioural 

Studies, 3(2), 145-152.  

Saunders, M. N. K., Lewis, P., & Thornhill, A. (2012). Research methods for business students 

(6th ended.) Harlow, England: Pearson Education.  

Schaufeli, W. B., & Taris, T. W. (2014). A critical review of the job demands-resources model:  

implications for improving work and health. In. Bridging occupational, organisational and 

public health, 15(2), 43-68.  



78 
 

Scholl, R. W. (1981). Differentiating organisational commitment from expectancy as a motivating 

force. Academy of Management Review, 1(4), 589–599.  

Senthamil Raja, A., & Palanichamy, P. (2011). Leadership styles and its impact on organisational 

commitment. Asia-Pacific Business Review, 7(3), 167-175.  

Shahid, A., & Azhar, S. M. (2013). Gaining employee commitment: linking to organisational 

effectiveness. Journal of Management Research, 5(1), 250-268.  

Simosi, M., & Xenikou, A. (2010). The role of culture in the relationship between leadership and 

organsiational commitment: An empirical study of Greek organisation. The International 

Journal of Human Resource Management, 21(10), 1598-1616.  

Skogstad, A., Hetland, J., Einarsen, S., & Glaso, L. (2014). The relative effects of constructive, 

laissez-faire, and tyrannical leadership on subordinate job satisfaction. Work & Stress, 

28(4), 323-341.  

Somboonpakom, A., & Kantabutra, S. (2014). Shared leadership and shared vision as predictors 

for team learning process, synergy and effectiveness in healthcare industry.  

International Journal of Innovation and Learning, 16(4) 78-91.  

Sorenson, G. (2016). Nexus between leadership theory and law. law and leadership: integrating 

leadership studies into the law school curriculum. (P. Monopoli, & S. McCarty, Eds.) New 

York, USA: Routledge.  

Sousa, C., & Coelho, F. (2011). From personal values to creativity: evidence from frontline service 

employees. European Journal of Marketing, 4(3)1029-1050.  

Spitzberg, I. J. (1987). Paths of inquiry into leadership. Liberal Education, 73(2), 24-28.  

Stewart, M. (2010). Theories X and Y, Revisited. Oxford leadership journal, 1(3), 1-5.  

Stogdill, R. M. (1948). Personal factors associated with leadership: A survey of the literature. The 

Journal of psychology, 25(1), 35-71. 

Storey, J. (1995). Human resource management: Still marching on, or marching out? A critical 

Text. (J. Storey, Ed.) London, UK: Routledge.  



79 
 

Stun, D. (2001). Maslow revisited: Building the employee commitment pyramid. Strategy and 

Leadership, 1(4), 4-9.  

Stup, R. E. (2005). Human resource management and dairy employee organsiational 

commitment. Pennsylvania: The Pennsylvania State University.  

Suliman, A., & IIes, P. (2000). ‘Is continuance commitment beneficial to organizations?  

Commitment-performance relationship: A new look. Journal of Managerial Psychology, 

15(5), 407-426.  

Sudarsana Rao, G., & Gorfie, G. T. (2017). The effect of leadership styles on organisational 

commitment: A study of Ethiopian public universities. Zenith International Journal of 

Multidisciplinary Research, 7(1), 98-116.  

Sušanj, Z., & Jakopec, A. (2012). Fairness perceptions and job satisfaction as mediators of the 

relationship between leadership style and organisational commitment. Psychological 

Topics, 17, 509-526.  

Susan, K. (2014). Mission-Driven Followership and Civic Engagement: A Different Sustainable 

Energy. Journal of Leadership Education, 13(14), 76-87.  

Tavakol, M., & Dennick, R. (2011). Making sense of Cronbach’s alpha. International Journal of 

Medical Education, 2(5), 53-55.  

Teshome, T. (2012). The relationship between leadership styles and employee commitment in 

private higher education institutions at Addis Ababa City. Unpublished dissertation.  

Top, S., Oge, E., Atan, O., & Gumus, S. (2015). Investigation Relational Levels of Intensity 

Between Paternalistic and Servant Leadership Styles and National Culture, 

Organisational Commitment and Subordinate Responses or Reactions to The Leaders 

Style. Procedia - Social and Behavioural Sciences, 181(1), 12-22.  

Tremblay, K., Lalancette, D., & Roseveare. (2012). Assessment of Higher Education Learning 

Outcomes Feasibility Study Report. Retrieved from OECD Web site: www.oecd.org.  



80 
 

Tremblay, M., & Landreville, P. E. (2014). Information sharing and citizenship behaviours 

mediating the roles of empowerment, procedural justice, and perceived organisational 

support. International Journal of Business Communication, 56(3), 1098-1109.  

Vakola, M., & Nikolau, I. (2005). Attitudes towards organsiational change: What is the role of 

employees’ street and commitment. Applied Psychology: An international Review, 527.  

Van Knippenberg, D., & Sitkin, S. B. (2013). A Critical Assessment of Charismatic— 

Transformational Leadership Research: Back to the Drawing Board? The Academy of 

Management Annals, 7(1), 983-1007.  

Van Wart, M. (2014). Dynamics of leadership in public service: Theory and practice. (2nd ed.). 

New York, USA: Routledge.  

Vecchio, R. P. (1995). Organisational Behaviour (3rd ed.). Fort Worth, MA: Harcourt Brace & 

Company.  

Verma, N., Bhat, A. B., Rangnekar, S., & Barua, M. K. (2015). Association between leadership 

style and decision making style in Indian organisations. Journal of Management 

Development, 34(3), 246-269.  

Vigoda-Gadot, E., & Beeri, I. (2012). Change-oriented organisational citizenship behaviour in 

public administration: The power of leadership and the cost of organisational politics.  

Journal of Public Administration Research and Theory, 22(3), 573-596.  

Walters, J. D. (2001). Art of Leadership. New York, USA: Mjf Books.  

Walton, R. E. (1986). A vision-led approach to management restructuring. Organisational 

Dynamics, 14(4), 5-17.  

Walumba, F., Lawler, J., Avolio, B., Wang, P., & Shi, K. (2005). Transformational leadership and 

work-related attitudes: the moderating effects of collective and self-efficacy across 

cultures. Journal of Leadership and Organisational Studies, 11(3), 2-16.  

Welman, C. Mitchell, B., & Kruger, S. J. (2001). Research methodology: For the business and 

administrative sciences (2nd ed.). Cape Town, SA: Oxford University Press.  



81 
 

Welman, C., Mitchell, B., & Kruger, F. (2005). Research Methodology (3rd ed.). Cape Town, SA:  

Oxford University Press.  

Whittaker, A. (2012). Research skills for social work (2nd ed.). London, UK: Sage Publications, 

Inc.  

Wiener, Y. (1982). Commitment in Organizations: A Normative View. The Academy of 

Management Review, 7(3), 418–428.  

Williams, L. J., & Anderson, S. E. (1991). Job satisfaction and organisational commitment as 

predictors of organisational citizenship and in-role behaviours. Journal of Management, 

17(3), 601-617.  

Wilson, S. (2016). Thinking Differently about Leadership: A critical history of leadership studies.  

Cheltenham, UK: Edward Elgar Publishing.  

Wrong, S. I., & Giessner, S. R. (2015). The thin line between empowering and laissez-faire 

leadership an expectancy-match perspective. Journal of Management, 47(12), 411-427.  

Xiaoxia, P., Xiaoxia, P., & Jing, W. (2006). Transformational VS transactional: the influence of 

gender and culture on leadership styles of SMEs in China and Sweden. Unpublished work. 

Retrieved August 21, 2015.  

Yiing, H. L., & Bin Ahmad, K. Z. (2009). The moderating effects of organisational culture on the 

relationships between leadership behaviour and organisational commitment and between 

organisational commitment and job satisfaction and performance. Leadership & 

Organization Development Journal, 23(12), 53-86  

Yin, R. K. (2013). Case study research: Design and methods. Redwood, NY: Sage Publications, 

Inc.  

Yousef, D. A. (2000). Organisational commitment: a mediator of the relationships of leadership 

behaviour with job satisfaction and performance in a non‐western country. Journal of 

Managerial Psychology, 15(1), 6-24.  



82 
 

Yucel, I., McMillan, A., & Richard, O. C. (2014). Does CEO transformational leadership influence 

top executive normative commitment? Journal of Business Research, 67(6), 1170-1177.  

Yukl, G. A. (1981). Leadership in organisation. Englewood, LA: Prentice-Hall.   

Yukl, G., & Fleet, D. D. (1992). Theory and research on leadership in organizations. (M. D.  

Yukl, G. A. (2006). Leadership in Organisation (6th ed.). New York, USA: Prentice Hall.  

Yukl, G. A. (2010). Leadership in Organisations (7th ed.). New York, USA. Prentice Hall.  

Yukl, G. (2012). Effective leadership behaviour: What we know and what questions need more 

attention. The Academy of Management Perspectives, 26(4), 66-85.  

Zeffane, R. (1994). Patterns of Organisational Commitment and Perceived Management Style: A 

Comparison of Public and Private Sector Employees. Human Relations, 47(1), 9771010.  

Zeinabadi, H., & Salehi, K. (2011). Role of procedural justice, trust, job satisfaction, and 

organisational commitment in Organisational Citizenship Behaviour (OCB) of teachers: 

Proposing a modified social exchange model. Procedia - Social and Behavioural 

Sciences, 29(1), 1472–1481.  

Zheng, W., Sharan, K., & Wei, J. (2010). New development of organisational commitment: A 

critical review. African Journal of Business Management, 4(1), 12-20.  

 

 

 

 

 

 



83 
 

ANNEXURE A: BUDGET FOR THE RESEARCH STUDY 

ITEM QUANTITY UNIT COST TOTAL 

LANGUAGE EDITING OR PROOF 

READING 

   

Proof reading for proposal   42 pages @ R25 25 1 050.00 

Proof reading for finished research 150 pages @ R25 25 3 750.00 

Total for proof reading   4 800.00 

    

STATIONERY and COMSUMABLES    

Stapler  1 @ R100 100 100.00 

Staple pins 1 box @ R100 100 100.00 

Puncher 1 @ R100 200 200.00 

Pens 10 @ R10 10 100.00 

Files  2 @ R50 50 100.00 

Note pads 5 @ R16 16 80.00 

Stationery Subtotal     680.00 

    

TRAVELLING     

Data collection trip from Univen to 

Johannesburg and back. Researcher and 

research assistant 

1000 (500KM X2) 

x 2 trips @ R3,30 

3.3 6 600.00 

Travelling Expenses total                       6 600.00 

SUBSISTENCE    

Accommodation hotel and bed. 1 

researcher and 1 research assistant 

2 nights x 2 trips 

(distribution and 

collection) x 2 

persons @R1100

1100 (sharing) 4 400.00 

Subsistence during data collection (1 

researcher and 1 research assistant). 

2 days x 2 trips x 

2 people @R120 

120 960.00 

 Subsistence total   5 360.00 

Research assistance during data 

collection 
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One research assistant during 

questionnaire distribution and data 

collection 

2 days x 2 trips @ 

R140.00 

140 560.00 

One research assistant for data analysis 5 days @ 

R140.00 

140 700.00 

Total for research assistance   1 260.00 

BINDING     

Spiral Binding 5 @R100 100 500.00 

Hard copy Binding 8 @ R210 210 1 680.00 

Binding total   2 180.00 

    

PRINTING     

Printing for spiral binding 5 copies of 150 

pages each @ R5

5 3 750.00 

Printing of Final Research 8 copies of 150 

pages each @ R5

5 6 000.00 

Printing of questionnaires 552copies x  7pgs 

@ R5 

5 19 320 

Total for printing   29 070.00 

 Grand Total for the whole Research   49 950.00 
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ANNEXURE B: WORK PLAN FOR THE STUDY 

  EXPECTED DATE OF COMPLETION  

   J  F  M  A  M  J  J  A  S  O  N  D  

 2015   

Proposal Development                            

Presentation to the Department                           

 2016   

Submission of Research Proposal to the 

school board Higher degrees  

                         

Submission of Research Proposal to  

University Higher Degrees Committee  

                         

Data Collection                           

Detailed Literature Review                             

Data Analysis and Interpretation                           

Submission of First Draft Thesis                           

Submission of Second Draft Thesis                           

Proof Reading                            

Submission of Final Draft Thesis                           

incorporation of external examiner ‘s 

comments   

                         

Submission of Final Research                           

Attending regional and international 

conference  

                         

2017                         

Graduation                            
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ANNEXURE C: INFORMED CONSENT FORM 

  

SCHOOL OF MANAGEMENT SCIENCES  

DEPARTMENT OF HUMAN RESOURCE MANAGEMENT AND LABOUR RELATIONS  

INFORMATION SHEET AND INFORMED CONSENT FORM  

INTRODUCTION  

My name is Wiseman Ndlovu, a student at the University of Venda registered for Master’s 

Degree in Human Resource Management (MCOM). I am carrying out research on: Effects of 

leadership styles on organsiational commitment in two selected higher education 

institutions in South Africa.  

I kindly request for your participation in this research by expressing your views on the topic. 

The purpose of this study is to understand the effects of leadership styles on the commitment 

of employees in two selected higher education institutions. That is University of Venda and 

Witwatersrand. The study was aimed at identifying the best leadership styles that will help in 

the transformation of higher education institutions in South Africa.  

Your participation is voluntary, and you will be asked to respond to questions related to the 

research topic. Should you feel that questions are not proper, you can choose not to answer 

and you have the right to withdraw from the study even after you have started. The 

questionnaire will take about 10-15 minutes to complete. The questions do not require you to 

provide your details such as your name and contact details. Thus, your confidentiality will be 

protected and the information provided will not be shared with third parties without your 

consent. Therefore, you are kindly asked to give your honest opinion to this effect as to assist 

the policy makers or leaders in these institutions to identify the preferred leadership styles to 

advance the goals of higher education institutions in the country.   
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INFORMED CONSENT FORM 

In terms of the ethical requirements of the University of Venda, you are invited you to complete 

this form as an indication of your permission to voluntarily participate in this study  

I __________________________________________   hereby confirm that I have been fully 

informed about the purpose, procedures, and activities of the study. The rights and risks of 

learners’ participation have also been fully explained to me. I was given full opportunity to ask 

any questions and I understand that participants can withdraw from the study at any stage 

and time, without giving any reasons.  

 I therefore hereby freely Give/Do not give my consent for the staff and any relevant member 

to voluntarily take part in the study as outlined (Delete the inapplicable).  

Signature: _____________________________       Date: _______________________  

Researcher signature: ____________________      Date: __________________  
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ANNEXTURE D: RESEARCH QUESTIONNAIRE 

RESEARCH QUESTIONNAIRE  

My name is Wiseman Ndlovu, a student at the University of Venda registered for Masters’ Degree in 

Human Resource Management (MCOM). I am carrying out a study on; effects of leadership styles 

on organisational commitment in two selected higher education institutions in South Africa.  

Your participation is voluntary, and you will be asked to respond to the questions related to the research 

topic above. Thus, your confidentiality will be protected and the information asked will not be shared 

with the third parties without your consent.  

Thank you very much for the time off your busy schedule. In addition, please do not hesitate to contact 

me if you have any questions.  

Ndlovu Wiseman- Cell: 073 600 0807 

  Email: wiseman.ndlovu@outlook.com 

SECTION A: BACKGROUND INFORMATION   

For reach of the following items below, please indicate the option that best suits your case with an (X) 

or supply the required detail. 

Gender  

Female     Male     

           2. 

Age in years  

      

30 and Below  31 – 39    40 – 49   50 – 59    60 and Above  

  

3. Your position in the university  

 

Lecturer  Manager/Director  HOD  General employee   Dean  

 

4. How many employees do you supervise if you are manager  

  

0  1-3  4-7  8-12   13 and Above  

SECTION B: LEADERSHIP STYLES  

Use the key provided below to show the case that best suits your preferences or situation  

1 = Strongly Disagree(SD) 2 = Disagree(D)  3 = Neutral(N) 4 = Agree(A)  5 = Strongly Agree(SA) 

 

Choose your answer based on what you believe leaders should do or behave;  
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 SD D  N  A SA 

1. Leaders should make followers feel at work and comfortable around 

them.   

1  2  3  4 5  

2. Leaders should encourage followers to make the most of their real skills 

and capacities to do their jobs  

1  2  3  4 5  

3 Leaders should enable others to think about old problems in new ways 1  2  3  4 5  

4. Leaders should let others know how they think they are doing at work 1  2  3  4 5  

5. Leaders should make risky decisions alone  1  2  3  4 5  

6. Leaders should tell their followers what to do if they want to be rewarded 

for their work  

1  2  3  4 5  

7. Leaders should be satisfied when others meet agreed upon standards 1  2  3  4 5  

8. Leaders should be content to let others continue working in the same 

way as always  

1  2  3  4 5  

9. Followers should be proud to be associated with the leader   1  2  3  4 5  

10. Leaders should help others find meaning of their work  1  2  3  4 5  

11. Leaders should provide others with new ways of looking at 

challenging tasks  

1  2  3  4 5  

12. Leaders should give personal attention to followers who seem 

rejected   

1  2  3  4 5  

13. Leaders should allow their instincts to guide them in making 

decisions   

1  2  3  4 5  

14. Leaders should provide recognition/rewards when followers reach 

their goals  

1  2  3  4 5  

15. As long as things are working, Leaders should not try to change 

anything  

1  2  3  4 5  

16. Leaders should allow followers to do whatever they want to do 1  2  3  4 5  

17. Leaders should talk about their most important values and beliefs to 

their followers   

1  2  3  4 5  

18. Leaders should share a clear persuasive vision for the future of the 

organisation  

1  2  3  4 5  

19. Leaders should get followers to rethink ideas that they had never 

questioned before  

1  2  3  4 5  

20. Leaders should give careful attention to the working conditions of their 

employees/followers 

1  2  3  4 5  

21. Leaders should make quick decisions when necessary   1  2  3  4 5  

22. Leaders should clearly clarify the responsibility for achieving targets  1  2  3  4 5  

23. Leaders should share with followers the standards they have to 

know to carry out their work/tasks  

1  2  3  4 5  

24. Leaders should not care much about what followers want do unless 

it is essential  

1  2  3  4 5  

1 = Strongly Disagree(SD)  2 = Disagree(D)  3 = Neutral(N) 4 = Agree(A)  5 = Strongly Agree(SA)  

  

 

1. I am willing to put in a great deal of effort beyond that normally expected in order to 

help this organization be successful.  

1  2  3  4  5  

2. I talk up this organization to my friends as a great organization to work for  1  2  3  4  5  

3. I feel very little loyalty to this organization(R)  1  2  3  4  5  

4. I would accept almost any type of job assignment in order to keep working for this 

organization  

1  2  3  4  5  

5. I find that my values and the organization’s values are very similar.  1  2  3  4  5  

6. I am proud to tell others that I am part of this organization  1  2  3  4  5  

7. I could just as well be working for a different organization as long as the type of work 

were similar(R)  

1  2  3  4  5  

8. This organization really inspires the very best in me in the way of job performance  1  2  3  4  5  

9. It would take very little change in my present circumstances to cause me to leave 

this organization(R)  

1  2  3  4  5  

10. I am extremely glad that I chose this organization to work for, over others I was 

considering at the time I joined  

1  2  3  4  5  

11. There’s not too much to be gained by sticking with this organization indefinitely(R) 1  2  3  4  5  

12. Often, I find it difficult to agree with this organization’s policies on important matters 

relating to its employees(R)  

1  2  3  4  5  

13. I really care about the fate of this organization  1  2  3  4  5  

14. For me this is the best of all possible organizations for which to work  1  2  3  4  5  

15. Deciding to work for this organization was a definite mistake on my part(R)  1  2  3  4  5  
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SECTION C: ORGANISATIONAL COMMITMENT  

Use the key provided below to show the case that best suits your preferences or situation  

 

 

ANNEXURE E: CLEARANCE LETTER 
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ANNEXURE F: PERMISSION LETTER 

UNIVERSITY OF THE  OFFICE OF THE DEPUTY REGISTRAR  

WITWATERSRAND,  

JOHANNESBURG  

3 November 2016  

Mr. Wiseman Ndlovu  

Department of Human Resource Management and Labour Relations University of Venda1  

TO WHOM IT MAY CONCERN  

"The effects of leadership styles on organisational commitment in higher Education institutions 

in South Africa"  

This letter serves to confirm that the above project has received permission to be conducted 

on University premises, and/or involving staff and/or students of the University as research 

participants. In undertaking this research, you agree to abide by all University regulations for 

conducting research on campus and to respect participants' rights to withdraw from 

participation at any time.  

If you are conducting research on certain student cohorts, year groups or courses within 

specific Schools and within the teaching term, permission must be sought from Heads of 

School or individual academics.  

Please note that Dr Manamela Matshabaphala has agreed to participate in your survey.  

Ethical clearance has been obtained.  
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