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Abstract

Leadership styles are important in organization antecedents to influence employees. The purpose
of this study was to assess the effect of Transformational leadership style on employee
organizational commitment and employee motivation. The sample size was targeted to 360
academic staff of 19 technical, Vocational, Educational and training college in Ethiopia. The
survey was conducted by using questionnaire. Research method used was descriptive and
inferential data analysis was performed by Structural Equation Model using AMOS software and
SPSS version 23. Using AMOS graphic the standardized and unstandardized estimate regression
weight output the Correlation and hypothesis are tested. According to the result, there was a
significant relationship between Transformational leadership style and both organizational
commitment and employee motivation.
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1. Introduction

Leadership now plays a crucial role in society's well-being, not just in terms of organisational performance,
but also in terms of developing and identifying personal abilities and hidden traits that may help society as a
whole.

Organizational commitment is a powerful phrase that is easy to observe yet crucial in actual implementation.
It's difficult for any employee to make long-term plans for a company. Nowadays, everyone is on the lookout
for greater opportunities and will leave if a better option becomes available. In this context, organisational
commitment, a closely related phenomenon, appears to merit similar emphasis.

A dedicated employee is likely to work more independently, make sound decisions on behalf of the
organisation even in new situations, and go above and beyond statutory job requirements. A dedicated
employee is also thought to be more productive, less absent, and less inclined to leave the organisation for
another position (Young, 1998). Klein and Izzo (1996) claim that today's companies and workers are
experiencing a commitment problem. According to Simpson (1995), there is a rising commitment gap
between what managers expect and what employees are willing to do in many firms. Employers, on the other
hand, appear to rely on dedicated employees all of the time, owing to the high costs of recruitment and
training are above the efforts for retaining present employees.

Motivation is defined as "the force working on or inside a person that causes the person to conduct in a
specific, goal-directed manner," according to Helliegel, Slocum, and Woodman (1992). Driving employees
toward consistent behaviour in a goal-oriented way is critical for maximising their full potential and ensuring
high-quality production and positive organisational outcomes. Because employee motivation has been, and
will continue to be, the decisive element in job enactment, success, and failure, the imperative need to find,
realise, and ensure employee motivation has become a primary priority for organisations and managers
(Samuel & Chipunza, 2009).

Employee retention is becoming more of a problem for organisation professionals as the age of the
knowledge worker with a multigenerational workforce unfolds. To keep the essential talent for maintaining a
competitive advantage, management must establish an awareness of the relationship between employee
motivation and commitment (Albrect, Bakker, Gruman, Macey, & Saks, 2015). Employees that are motivated
and devoted are essential for a high-performing staff (Das, 2013). Organizations can strengthen organisational
processes for the retention of important staff employees by evaluating the level of motivation and
commitment, according to Aguenza & Mat Som, (2012). Leadership, through caution and adroitness, is the one

critical factor that can make a difference in a scenario of instability.

2. Problem Statement
An extensive survey of the literature demonstrates that there are no shortages of studies on employee
motivation, commitment, and leadership style. However, there are few research on the impact of
leadership style on staff motivation and commitment in Ethiopia's educational sector. It's incredibly
rare to come across studies on the impact of leadership style on motivation and commitment in the
Ethiopian educational sector, particularly in the Amhara National Regional State Educational Bureau

and Gondar Technical, Vocational, and Academic College. Institutions were asked what challenges
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they face in their day-to-day operations, according to the Amhara national regional state TVET

bureau's main sub activity report (2014).

Institutions have identified issues such as a lack of coaching facilities, a lack of staff development, and
high staff turnover, as well as rigid financial and procurement procedures, poor coordination and
communication among stakeholders, and a high student dropout rate. Such issues could suggest the
presence of a leadership problem within the organization. As a result, the researcher's goal is to see
how far leadership styles influence employee motivation and commitment in these firms. The study's
findings will help organizational leaders determine which types to employ so that employees are
more motivated and committed, and thus have a stronger sense of engagement and connection with
the company. Acceptance of the appropriate style will assist.The study's overall goal is to look into
the impact of transformational leadership style on employee motivation and organizational

commitment in the chosen organization, with the following specific research goals:

v' To determine the relationship between transformational leadership style and organizational
commitment.

v' To investigate the link between transformational leadership and employee motivation.

3. Research Methodology

3.1. Research Design

Both descriptive and explanatory research designs are used in this study. Descriptive design
examines a sample of a population to produce a quantitative or numeric depiction of patterns,
attitudes, or opinions. The researcher generalizes or makes statements about the population based on
sample results (Creswell, 2003).

The association between transformational leadership style and subordinate organisational
commitment and employee motivation is explained using an explanatory research approach. The
goal of this explanatory study was to find a link between these factors. In addition, the research
method used in this study was a combination of quantitative and qualitative methods.

The researcher gathered data from 19 Technical, Vocational, and Educational Training college full-
time academic staff members (to analyse the leadership styles of their directors, deans, and
professors).

3.2. Target population

The goal of this study is to see how transformational leadership affects employee motivation and
commitment to the organization. As a result, the study's target demographic was full-time academic
staff from 19 TVET colleges in the North Gondar Zone (currently split in to three zones called Central,
West and North-East). According to the Amhara National Regional Educational Bureau's statistics in
the main sub activity report (2014), 19 TVET colleges employ roughly 2,800 full-time academic staff

members.
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3.3. Sampling Design

The population is divided into various groups, known as clusters, by the researcher. Then, from the
population, a simple random sample of clusters was chosen. The data from the sampled clusters is
used in the researcher's analysis. Because the research group is homogeneous and the respondents
have comparable occupations, cluster sampling is the most suited sample strategy for this population.
The proportional sampling technique was used to choose responders from each college once the

sample size was set using the proper formula.

The population size is 2, 800 people, according to the (Kothari, 2019) Sample Size calculation. The

target confidence interval is 95 percent, while the margin of error is determined to be 5%.
(1.96)2%(.8) =22 * (P) * (1 - p)*N /e2 (N-1) +z2*p*q (1-0.5) 2,800/(0.05)
2*(2,800-1) + 1.96*0.5*0.5 = 359.1479, or about 360

Where -Z = Z value (e.g., for 95% confidence) P = Percentage picking a choice, expressed as

decimal (.5 used for sample size needed) e = Confidence interval expressed as decimal (5%).

3.4. Data collection Instrument

Because data measurement required just one time dimension, the study's core data was collected
using a non-experimental, cross-sectional approach. In order to obtain the essential information, the
researcher asked the questions to the appropriate respondents. Because of the target respondents'
hectic schedules, the questionnaires would be distributed using a drop-and-pick technique. This
decreases the amount of interference with the organization's regular tasks and activities. Secondary
data, on the other hand, comes from books, records, journals, articles, and educational institution

inspectorates.

3.5. Data Analysis Technique

The data was analyzed using a correlational design, in which the link between the independent and
dependent variables was examined. The link between these factors was then investigated using
descriptive statistical techniques and IBM SPSS Version 23 statistical data analysis software, which
were supported by AMOS graphic and IBM SPSS Version 23 statistical data analysis software.

The descriptive analysis technique would provide straightforward quantitative summaries of the
sample data, such as mean and standard deviation. To determine the link between the dependent and
independent variables, an estimate regression weight analysis was used. Estimate regression weigh
analysis, both standardized and unstandardized, would be performed and interpreted to assess the
impact of the independent factors on the dependent variable. The research hypotheses were put to
the test to see if the independent factors have an impact on organizational commitment and
motivation.Each independent variable would be analyzed separately to see if it had an impact on the
dependent variable. The study assumptions for the regressed coefficients for each variable to be

equal to zero were tested using the Amos graphic.
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4. Results and Discussion
The study's major goal was to look at the impact of transformational leadership on employee

motivation and organizational commitment in the setting of Ethiopian culture.

4.1. TestingtheHypotheses

This study's hypotheses focused on transformational leadership style, organisational commitment, and
employee motivation. Two hypotheses were evaluated in this study. The researcher utilised a statistical
method called Structural Eqution Model AMOS Graphics Analysis to evaluate this hypothesis. All of the
requisite fitness outputs are listed in the figure below, and all of the loading result indicators met the
acceptable standards, indicating that the model is fit.

0.10

Figure: 4.1

The unstandardized estimate regression weight of (0.099, p-value.017) suggested that there was a significant
positive link between transformational leadership style and employee organisational commitment, as seen in
the above diagram (level of confidence at .05). Because the findings corroborated the hypotheses, the

hypothesis was accepted.

Employee Motivation and the Impact of Transformational Leadership

HO2: In the selected technical, vocational, and educational training College, transformational leadership style

has a substantial impact on employee motivation.

0.14

Figure: 4.2
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The estimated regression weight of (0.139, p-value.001), as shown above, suggested that there was a
significant positive link between transformational leadership style and employee motivation (level of

confidence at .05). Because the findings corroborated the hypotheses, the hypothesis was accepted.

4.2.Discussion

The research's empirical findings backed up the hypotheses and led to their adoption. There are two
hypotheses examined, as indicated in the Hypothesis test. Employee Organizational Commitment and
Transformational Leadership Style. There was a substantial positive link between transformational
leadership style and organisational commitment of employees, according to the unstandardized estimate
regression weight of (0.099, p-value.017) (level of confidence at .058). Because the findings corroborated
the hypotheses, the hypothesis was accepted. Several experts have backed up these conclusions,
including Yahchouchi (2009), who conducted a study on Lebanese managers' leadership. The findings
reveal a strong link between transformational leadership and organisational commitment. The
correlations and regression results support the premise that transformational leadership has a favourable
relationship with it.

Theempiricalresultsoftheresearchsupportedthehypothesesandledto theiracceptance. As it stated in

the Hypothesis test, there are two hypothsis tested.

Transformational Leadership style and Employee Organizational commitment

Using a sample of 500 Korean enterprises, Joo, Yoon, and Je (2012) investigated the impact of
transformational leadership and core self-evaluation on employee organisational commitment. The
findings revealed that transformative leadership and organisational commitment have a beneficial
association. In a study of 864 teachers in Singapore, transformational leadership was found to be
substantially connected to organisational commitment (Koh et al., 1995). In a study of staff nurses in a
Singapore public hospital, Avolio et al. (2004) found that transformational leadership has a favourable
impact on organisational commitment.Ismail and Yusuf (2009) investigated the impact of
transformational leadership on followers' commitment and found that there is a substantial positive
relationship between transformational leadership and employee commitment to the organisation.

It was discovered that transformational leadership style and employee commitment had a large
positive linear relationship. Employee organisational commitment increases by 0.10 when
transformational leadership style increases by one, as shown in the hypothesis test result. This means
that employees are willing to go above and beyond what is expected of them in order to ensure the
success of their company. As a result, transformational leadership is statistically significant and linked
to organisational commitment. These findings corroborate the conclusions of other academic
investigations.According to Bass and Avolio (1994), transformational leadership styles increase
employee engagement to the organisation. The effects of transformational leadership style on
organisational commitment were consistent with Bass's augmentation theory of leadership, which
states that effective Transformational leaders promote organisational commitment by aligning the
goals and values of the follower, the group, the leader, and thus the organisation. Its powerful,

beneficial effects on followers' characteristics and devotion will then inspire them to achieve their
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maximum potential and outperform expectations. Chowdhury, R. G. (2014) contradicts these findings,
claiming that transformational leadership styles have a stronger impact on employee organisational
commitment than transactional leadership styles.This could be due to two factors: first,
transformational leadership emphasises the human side of people, and second, transformational
leadership components may be more prevalent in the corporate sector. Carlson and Perrewe (1995)
claimed that when transformational leadership is used, people of the organisation no longer pursue

self-interest, but instead seek what is best for the organisation as a whole.

Employee motivation is significantly influenced by the Transformational Leadership

style.

According to the unstandardized estimated regression weight of (0.139, p-value.001), there was a
significant positive link between transformational leadership style and employee motivation (level of
confidence at .05). These findings were in line with our expectations.The findings also showed that
transformative leadership has a beneficial impact on employee motivation to stay with the company.
This shows that transformational leadership, in which the leader builds, communicates, and models a
shared vision for subordinates, has a favourable impact on employees' belief that staying with the
company is the right and moral thing to do. This study's findings are in line with those of Lo, Ramayah,
and Min (2009), who found that transformational leaders are better able to motivate employees in the
Malaysian manufacturing business.It is further backed up by the findings of Walumbwa, Orwa,
Wang, and Lawler (2005), who found that transformational leadership has a significant and
beneficial impact on employee motivation. Muchiri, Cooksey, and Walumbwa (2012) looked
at the similar relationship in Australian local government councils and discovered that

transformational leadership was associated with employee motivation.

The statistical association between transformational leadership styles and employee
motivation was investigated by Aghashahi et al. (2013). In the context of the service
business, the findings revealed a favourable direct association between transformational

leadership style and staff motivation.

5. Conculusion

Understanding the factors that drive organisational behaviour and employee essence is critical for an
organization's growth. This research focused on two key factors of employee commitment: a) how leadership
style affects commitment, and b) how leadership style affects motivation. Regardless of whether the
organisation was public or private, the literature demonstrated that both themes were significant predictors of
its success. The corporate sector's organisations were also chosen in this manner. The researcher came to the

following conclusions based on the findings of this study:

According to the findings of this study, transformational leadership styles had a beneficial impact on

employee commitment. Furthermore, the results revealed that transformational leadership has a
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favourable impact on employee motivation. These findings confirm the cross-cultural relevance of

Bass's augmentation theory of leadership, which asserts that great leaders are transformational.

Although the transformational leadership paradigm may require adaptations and fine-tuning as we go

across cultures, particularly into non-Western ones, according to Bass (1996), it has a lot of universal

potential.

Furthermore, in line with Bass's theory that successful leaders are more transformational, the results

of this study showed that employees expect their managers to be more transformational in their

dealings with their subordinates, and that subordinates of transformational leaders were more

committed to the organisation than those under other leadership styles.
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