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Abstract 

The objective of this study is to investigate the effects of leadership styles on organizational 

commitment of Betzata General Hospital and Girum General Hospital employees. To this end, 

the effect of transformational, transactional, and laissez-faire leadership styles on organizational 

commitment dimensions (affective, normative and continuous) has been investigated. Descriptive 

and correlational research design was used. A total sample of 90 employees of Betzata General 

Hospital and100employees of Girum General Hospitals were selected using random sampling 

technique. Collected data was analyzed using Statistical Package for Social Science. Results of 

this study suggest that leadership style of managers has a significant effect on organizational 

commitment. Transformational and transactional leadership styles have positive effect on 

organizational commitment. However, the effect of laissez-faire leadership on organizational 

commitment is found out to be negative for Betzatha General Hospital but it has no effect for 

Girum General Hospital. On this basis, suggestions are offered to managers to increase 

organizational commitment of their subordinate employees by developing their leadership style. 

Keywords: Organizational commitment, Transformational leadership, Transactional leadership, 

laissez-faire leadership 
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CHAPTER ONE 

INTRODUCTION 

1.1 Background of the Study 

In today's‟ world leadership plays an important part in the wellbeing of the society not only in 

terms of organization‟s success but also in establishing and identifying personal skills and hidden 

qualities which can benefit the society as a whole(Bass & Avolio (1993). Leadership is a way to 

improve their personal, social, and professional lives. Corporations seek those with leadership 

ability because they believe they bring special assets to their organizations and, ultimately, 

improve the bottom line (Northhouse, 2013). Leadership is one of the most pressing issues and 

one of the least understood concepts in the corporate world. The history of leadership 

encompasses through several paradigm shifts and voluminous body of knowledge (Bass & 

Avolio, 1993). 

Among other factors, organizational commitment is believed to be affected by leadership styles. 

Skilled leaders are well aware of this fact and plan tactically for the training and growth of 

supervisors (Mowday, 1998). Organizational commitment is defined as the degree of 

identification and participation that individuals have with their organization‟s mission, values 

and goals ((Allen and Meyer, 1990). Organizational commitment is a multidimensional concept 

that comprises affective commitment, normative commitment and continuance commitment 

(Meyer & Allen, 1991). 

The term organizational commitment is mainly defined as a psychological state that binds the 

individual to the organization. In many organizations there is a growing commitment gap a 

widening split between the expectations of employers and what workers are prepared to do  

( Allen & Meyer, 1990).Organizational commitment represents the power which makes an 

individual to stay with organization and tries to achieve organizational goals wistfully. The 

person who has a high organizational commitment would stay in the organization and accept its 

goals; he would show more efforts and devotions to achieve those goals (Gholi pour, 2012). 
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1.2 Background of the Study Organizations 

There are a total of twenty two private hospitals in the city of Addis Ababa (Addis Ababa 

Tenaberoue). For the purpose of this study two private hospitals; namely, Bethzath General 

Hospital and Girum general hospital are selected.  The criteria of inclusion were two of the 

hospitals are the best hospitals among in Addis Ababa private hospitals and they are voluntary to 

answer questions related to my research. The background of these organizations is given below. 

Bethzatha Health Service started in 1996 with a laboratory service only with one doctor and 

other more than ten supportive staffs around Ambassador Addis Ababa Community and the 

country in all healthcare related services for the last 24 years. Kidus Gebriel General Hospital is 

the first private hospital in Ethiopia (Addis Ababa Tenaberoue). Bethzatha is also the first health 

care providers to be involved in HIV prevention and care initiatives throughout Ethiopia. The 

vision of Bethzata Hospital is to see healthy, productive and prosperous Ethiopians. The mission 

of Bethzata Hospital is to promote health and wellbeing of Ethiopians through providing and 

regulating a comprehensive set of preventive, curative and rehabilitative health services of the 

highest possible quality in an equitable manner. The values of Bethzata General Hospital are 

Community first, Collaboration, Commitment, Change, Trust, Continued, and Professional 

development.      

Girum General Hospital, which was established in 2002, was founded by five brothers: Dr. 

Girum Berhane, Michael Berhane,Yidnekachew Birhane, Samuel Birhane, and Daniel Birhane 

with a capital of 20 million Birr and the Hospital expands in which was built in the Gulele Sub-

city, on Swaziland Street, for 35 million Birr. The vision of the hospital is to see health and 

productive people in Addis Ababa. The mission of the Hospital is to promote health and to 

regulate a comprehensive set of preventive, curative and rehabilitative health services of the 

highest possible quality in an equitable manner. The values of the hospital are Commitment, 

Change, Trust, Continued, and Professional development. 

There are 242 numbers of employees in Girum General Hospital and 214numbers of employees 

in Betzata General Hospital (Human Resource, 2018). 
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1.3 Statement of the problem 

The achievement of any organization rests on the rational use of its resources such as 

organizational commitment, material, information and financial resources. For the achievement 

of organizational objectives employees are the most valuable assets in an organization. This is 

because employees are the only rational creatures „within the organizational set up which convert 

input to output or deliver quality services using the other resources as a means. Therefore, 

organizations need to have capable leaders to lead and motivate their employees in their daily 

operation and achieve the organizational goal (Bass & Riggio, 2006). Organizational 

commitment is the major determinant of organizational achievement. For example, satisfied 

employees go beyond the standard; they are committed, cooperative, and confident, have less 

absenteeism, and have team spirit to an organization because they feel more satisfied by the 

leadership styles practiced in the organization (Yammarino, 1997). 

However, the need for retaining employees who can add value to an organization has become a 

problem for business leaders (Balassiano & Salles, 2012). Hence, this research project focuses on 

the effect of leadership styles such as transformational, transactional and Laissez-Faire 

leadership styles on organizational commitment. In consideration of this, the current study will 

assess the leadership styles (transformational, transactional and Laissez-faire) on Organizational 

commitment.  

Many of the previous researches have suggested a positive direct relationship between leadership 

styles and organizational commitment. To mention some of these, Buciuniene &Skudiene (2008) 

identified positive relationship between leadership styles and employees commitment. Other 

scholar‟s like Ponnu&Tennakoon (2009) also indicated that ethical leadership behavior has a 

positive association with employees‟ organizational commitment. Also Bass &Avolio(1993) 

discovered that transformational leadership is generally associated with employee commitment 

though it is limited to only one variable of leadership styles excluding others (transformational, 

transactional & laissez-faire leadership).Previous researches regarding leadership style and 

organizational commitment have been conducted among participants from various cultural 

backgrounds and understandably researchers came up with inconclusive results on the 

relationship between the leadership styles and organizational commitment (Bass, 1997). 
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In addition, though the literature suggests a relationship between leadership style and 

organizational commitment, empirical studies are limited and lack specificity concerning types 

of leadership styles and organizational commitment (Wagner, 2007).Different styles of 

leadership such as transformational, transactional, and laissez-faire leadership styles and their 

impact on organizational commitment have not been fully discussed in the private hospitals. 

Taking this into consideration, the present study attempts to determine the type of leadership 

style and employees‟ level of commitment towards their organization, and therefore, this study is 

considered important to determine the effect of leadership styles of health institutions 

administers (i.e. transformational, transactional and laissez-faire leadership) and organizational 

commitment of employees (i.e. affective, normative and continuance) in Girum and Betzatha 

General Hospitals in Addis Ababa city. 

1.4 Objectives of the Study 

1.4.1 General objective 

The overall aim of this study is to investigate the effect of leadership styles on organizational 

commitment in Bethezata and Girum General Hospital in Addis Ababa City. 

1.4.2 Specific objectives 

In line with the general objective, the study has the following specific objectives.  

 To identify the employees‟ perceptions of leadership styles and dimensions of 

organizational commitment. 

 To examine the effect of leadership styles and affective, continuance, and normative 

organizational commitment. 

 To assess which leadership styles are highly related to which component or dimensions 

of employee job satisfaction (Transformational or Transactional or Laissez-faire 

leadership styles). 

1.5 Research Questions 

The main research question is, “What is the effect of leadership styles on organizational 

commitment in Private hospitals.”  The specific research questions are: 
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1. What are the perceptions of employees about leadership styles &dimensions of organizational 

commitment? 

2. What is the effect of transformational leadership style and affective, continuance, and 

normative organizational commitment? 

3. Which leadership styles are highly related to which component or dimensions of employee job 

satisfaction (Transformational or Transactional or Laissez-faire leadership styles) 

1.6 Significance of the Study 

The aim of this study is to examine the effect of leadership styles and organizational 

commitment. The results of the study are benefit Betzatha hospitals, Girum hospitals,  and the 

employees by creating a smooth relationship in the organization and creating a good businesses 

by adding to the field of knowledge that develops future leaders and business practices. 

The outcomes of the study will proof vital for developing a course of action to identify and 

reconcile concerns regarding leadership style and organizational commitment levels in the long-

term plans that encourage the employees to continue their commitment in the organization. 

In addition to this the study can help to determine the organizational commitment of the 

employees‟ for their organization and the findings of this study add to the wealth of knowledge 

in other leadership styles and organizational commitment studies. It could also be helpful for 

individuals who want to conduct further studies in related topics and other organizations those 

faces similar problems. 

The finding of this study would benefit different bodies in many dimensions: 

1. Theoretically, Bethezata, Girum and other Hospitals involved in business activities would gain 

deep insight on how to intervene to improve the staff commitment and satisfy their clients. 

2. Practically.it brings valid and reliable information on the problems of leadership styles on 

organizational commitment positively and negatively and eases the intervention of Bethezatal, 

Girum and other hospitals involved in business activities. 

3. It invites other researchers to undertake deep and rigorous investigation in the area. For 

example, the staff members of the two hospitals (Betezatha and Girum) have inspired by the 
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study results and conduct action researches to improve the effects of leadership styles on 

organizational commitment positively and negatively. 

1.7 Scope of the study 

The scope of the study includes geographical, methodological, time and conceptual scopes. 

Geographically the study is limited to Private hospitals namely, Bethzat hospital and Girum 

general hospital in Addis Ababa which is selected. The main focus of this study is analysis of the 

effect of leadership styles on organizational commitment in private hospitals which is selected. 

Conceptually the study was limited to concepts of about leadership style and organizational 

commitment. At the same strengthen, there are various forms of leadership styles. However for 

the sake of this study, only three forms of leadership styles (i.e. transformational, transactional 

and laissez-faire leadership) we used. Because the researcher will measure the effect of 

leadership styles on organizational commitment by using the three leadership styles which is 

appropriate for the selected of the two private hospitals in Addis Ababa. 

1.8 Limitation 

Some constraints such as time and lack of sufficient fund hinder the need to include a large 

sample size that nearly represents the total population of the study. In order to get a stronger 

picture of the issues in the different organizations, I would have used to involve a larger number 

of respondents. But due to the time frame limitations provided by our study program, this was 

not possible. The shortage of up to date reference materials and research works, specifically to 

the Ethiopian context, also has narrowed the content of the study. 

Time and budget constraints may be the limitation of this study. More over as Betzat hospital 

and Girume hospital are the private owned hospitals, there may be predictable problem of data 

accessing issues. 

1.9 Operational Definition of Terms 

Leadership Style: - the actual managing style or system of the organization that already leading 

the organization which response by employees.  

Organizational Commitment: - is the degree that you stay with the organization, because you 

believe you have to stay. 
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1.10 Structure of the Study 

This thesis is organized into five chapters.  Chapter one deals with the introduction: background 

of the study, objectives of the study (general and specific), significance of the study, delimitation 

of the study, limitations of the study, definition of key terms and organizations of the study. The 

remaining sections of this research study have been divided into four additional chapters. 

Chapter two addresses a review of literature, which includes prior research on transformational, 

transactional and Laissez-Faire leadership styles and organizational commitment. Chapter three 

discusses the research methodology and instruments used within this study. Results and 

discussions are presented in chapter four. Within this chapter, an analysis of the relationship 

between transformational transactional and Laissez-Faireleadership styles and organizational 

commitment will be discussed. Chapter five summarizes and concludes on the findings of the 

study and state recommendation based on the findings. 
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CHAPTER TWO 

REVIEW OF RELATED LITERATURE 

This chapter presents the related literature review of leadership styles, 0rganitazional 

commitment, the effect of leadership styles and organization commitment. Under this chapter, 

different definitions of leadership, leadership styles and organization commitments are presented. 

Factors that influence leadership styles as well as organization commitment are also discussed in 

this chapter.       

2.1. Theoretical Literature Review 

2.1.1 Leadership Styles  

Leadership is a social influence process in which the leader search for the voluntary participate 

ion of subordinates in an effort to reach organization goals (Nyengane, 2007).  A leader can be 

defined as a person who delegates or influence others to act so as to carry out specified 

objectives (Bass, 1985). Today‟s organizations need effective leaders who understand the 

complexities of the rapidly changing global environment. If the task is highly structured and the 

leader has good relationship with the employees, effectiveness will be high on the part of the 

employees. The study further revealed that democratic leaders take great care to involve all 

members of the team in discussion and can work with a small but highly motivated team. 

Transformational Leadership: Transformational leaders can be beneficial but risks also 

involved. In a positive direction if the results are analyzed, then when transformational leaders 

try to bring creativity and sense of responsibility in teamwork then it is very likely to commit the 

employees and cooperative with the organization. And a negative approach says that, a leader 

when become more lenient in a situation where he is supposed to manage motivation and power 

distance then, employees who are weak performers can take it easy and thus it will weaken the 

performance of the company which in the long run will affect the commitment (Amna, 2015). 

The moderating effect of employee participation and found that transformational leadership style 

had a significant effect on organizational commitment and its three dimensions. Individually the 

components of transformational leadership had a significant effect on organizational 

commitment but not jointly. Idealized influence, individualized consideration and intellectual 

stimulation are significant predictors of the three dimensions of organizational commitment but 
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not jointly. Inspirational motivation was a significant predictor of affective and normative 

commitment individually but jointly a significant predictor of the three types of commitment. 

Employee participation did not moderate the relationship between transformational leadership 

style and organizational commitment and its dimensions. 

A leader with this style distinguishes how to retain its employees and how to manage assignment 

in a more friendly and comfortable way. Because this leader is more engaged with the workers, 

therefore, workers also feel relaxed and satisfied with their work (Allix, 2000). If a worker is 

receiving right management in a friendly way, then he/she will be more involved with the 

company‟s areas and objectives. The situation in an organization really substances a lot and is 

one of the big motives people stay or resigned any job (Bass and Riggio, 2006). 

According to Bass and Avolio (1994) transformational leadership is characterized by four 

components. These are: Idealized influence, Inspirational motivation Intellectual stimulation; 

and Individualized consideration. The components are discussed as follows.  

I. Idealized Influence: According to Bass and Riggio (2006), idealized influence is 

characterized by leaders who behave as role models to their followers; they become admired, 

respected, and trusted. The leader's behavior is consistent, rather than arbitrary, and the leader 

shares in any risks taken (Morrow, 2011). The leader demonstrates high standards of ethical and 

moral conduct and avoids using power for personal gain.  Transformational leaders try to 

communicate the vision to their subordinates in a more clear and meaningful way. In addition to 

this, Idealized influence is the behavior that encourages the followers to use their leaders as role 

models. Moreover, Idealized influence leaders have high moral and ethical values and are able to 

provide their followers with a sense of vision and mission. In most situations, groups greatly 

respect the idealized influence leader. According to Bass and Riggo (2009) leaders perform in 

habits that permit them to aid as part replicas for their groups. The leaders are valued, 

appreciated, and right-hand (Yukl, 2010).  

II. Inspirational Motivation: Inspirational motivation is about flying the awareness of the 

employees by motivating and inspiring them to show commitment to the dream and job of the 

collection in the organization (Fairhurst, &Connaughton, 2014). The inspirational motivational 

leaders engage in clearly communicating high expectations to groups and growth team spirit and 

interest. Group spirit is stimulated and interest and hopefulness are presented. Leaders become 



10 
 

supporters involved in foreseeing nice-looking upcoming conditions; they make openly talked 

hopes that supporters want to meet and also determine commitment to goals and the shared 

vision. Inspirational motivation may be applied by leaders of private hospitals learning every 

time they announced and declared the image and task of the workplace to inspire and improve 

organization commitment as well as performance (Bass &Riggo2009). In this method, leader 

tests the groups to think outside their limits and regions in order to accomplish a significant 

objective with unhopeful method. The leader essentially relates the specific goals and 

organizational goals with a significant drive overdue each task followed by solid tests in an 

inspiring way so that consequence can be advanced than predictable (Bass, 1985). 

III. Intellectual Stimulation: Intellectual Stimulation includes leaders who stimulate their 

group‟s strength to be advanced and inventive by searching rules, improving difficulties and 

pending ancient situations in innovative methods. In addition to this, intellectual stimulation can 

be used to show innovative concepts that will improve the leader‟s standing. Fundamentally, 

„intellectual stimulation‟ includes the leader who stimulates the groups concerns and difficulties 

themselves and thus to grow their own capabilities (Bass and Riggio 2006). In intellectual 

stimulation innovative philosophies and resourceful badly behaved answers are asked from 

groups, who are included in the development of speaking difficulties and result answers. Groups 

are stimulated to effort innovative tactics, and their philosophies are not evaluated because they 

vary from the leaders‟ ideas (Bass and Riggio 2006).  

IV. Individualized Consideration: individualized Consideration denotes to leader conducts that 

wage exceptional devotion to each individual supporter‟s wants for success and development by 

performing as a train or supporter (Ali, 2015).Supporters and coworkers are advanced to 

consecutively sophisticated stages of latent. Individualized consideration is accomplished when 

innovative education chances are produced beside with a helpful environment. Individual 

dissimilarities in terms of wants and wishes are accepted. In this form a leader put care on each 

individual‟s definite desires, expectations, imaginings and wishes (Fairhurst, &Connaughton, 

2014). A leader does not only instrument his methods but also listens to its employees on an 

individual center and inspires them to pay self-sufficiently and surely without any unwillingness 

(Judge & Piccolo, 2004). 
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Individualized consideration is shown by the transformational leader by creating a helpful 

environment, pay attention to their employees, and acts as an instructor and tutor which the 

leaders show deliberation for their employees‟ needs. Leaders pay close attention to individual 

differences and treat their employees in the most caring way. Leaders also help individuals to 

achieve goals and personal development. This type of leaders also uses delegation to get their 

employee to grow through personal challenges (Ali, 2015). 

Transformational leadership style was related to employee‟s feel guilty when they need to leave 

their organization and also found positive but not significant relationship with affective and 

continuance employee‟s commitments. This implies that transformational leadership style 

increases the employee‟s affective commitment means that increases their belongingness of 

themselves to their organization and continuance commitment to increase the employee‟s 

willingness to stay in their organization but it was no significance. Transformational leaders 

follow a different approach (Ali, 2015). These leaders try to get into the matter themselves and 

help their subordinates to perform the task in a better way. These leaders follow the concept of 

conflict solving and encouragement. They get themselves involved in the whole matter and 

encourage their juniors to share different ideas and unique ways of accomplishing the tasks. 

Personality is, of course, an old concept. However, there has been new attention in personality in 

the past 40 years, reinforced by the awareness that workers have been “over managed but below 

controlled (Bennis&Nanus, 1985). 

Transactional Leadership styles: Transactional leadership relies more about "trades" between 

the leader and follower by which followers are compensated for meeting specific goals or 

performance criteria (Njoroge & Gachunga, 2015). A successful leader in today‟s global 

marketplace is contingent upon a leader‟s ability to communicate and encourage positive 

changes to capture the mindset of cohorts (Fairhurst, & Connaughton, 2014). 

Transactional leadership styles are  involving exchange of rewards for meeting and agreed-on 

objectives was related to employees‟ belonging themselves to their organization  commitment, 

employees feel want to stay and feel guilty when they need to leave the organization in order to 

serve costumers of the organization(Deluga,1990).Transactional leadership style was 

implemented in the organization then it increases the employee‟s belongingness of themselves to 

their organization, want to stay in their organization and feel guilty when they need to leave their 
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organization (Cherry, 2012).Transactional leadership Motives and guides groups by interesting 

to their own self-interest, the attention is on basic management processes like controlling, 

organizing and short-term planning. An exchange takes place between leaders and followers to 

achieve the desired performance (Hand, Hicks, and Bahr, 2015).  

Transactional leader is more attentive on procedure and shadows the structure in which he/she 

panels the responsibilities and assistants grounded on their goals and prize the assistants based on 

their presentation (Bass, 1985). For example, if the presentation is bad the leader will penalize 

the employee and if the presentation is good then he/she will be satisfied consequently (Bass, 

1985). In humble words, the leader sets the rewards conditional upon the near of task success 

(Hand, Hicks, and Bahr, 2015).Transactional leadership‟s philosophy stresses on the role of 

regulation, organization, and collection presentation. This philosophy origins leadership on a 

system of prize and penalty, Managerial philosophies are frequently used in business; when 

employees are fruitful, they are satisfied; when they fail, they are reproved or penalized (Cherry, 

2012). 

Transactional leadership style has been established based on social learning theories and social 

interaction that shows the bilateral nature of leadership (Deluga, 1990). 

Laissez-faire Leadership styles: The laissez-fair approach to leadership is the idea that the 

participants should be able to work problems out and make their way through an outing without 

too much additional direction(Riggio,2006). These almost there is no correlations suggest that 

leadership behaviors involve and ignore problems, acting non-involved, displaying indifference, 

and overlooking achievements may not be related to how employee‟s belongingness of 

themselves to their organization but negatively related with employee‟s feel guilty when they 

need to leave their organization and want to stay in their organization. Laissez-faire leadership, 

given its non-intervening nature, has negative consequences on continuous and normative 

employee commitment dimension but positive on affective commitments (Birey, 2016). 

Laissez-faire leadership, also known as agent leadership, is a type of leadership style in which 

leaders are laid-back and permit collection memberships to make the decisions. This leader 

resigns duty, stays decisions, stretches no response, and makes slight energy to help groups 

content their wants. There is no argument with groups or try to aid them produce (Northouse, 

2013). Is considered active to the level that the leader „„selects‟‟ to evade taking act. This 
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constituent is generally considered the most inactive and unsuccessful form of leadership. Yukl 

(2010) claimed that laissez-faire leader shows inactive insignificance about the task and 

assistants for example flouting problems and flouting subsidiary needs. It is best labeled as the 

absence of actual leadership rather than as an example of transactional leadership. Bass and 

Riggio (2006) considered laissez-faire leaders who stay and look uninterested to what is stylish. 

They evade taking stands on matters, do not highlight consequences, exhortation from 

overriding, and nose-dive to achieve supplement. According to Riggio (2006) Laissez-faire 

leadership is based on trust. People who enjoy a wide degree of latitude in making decisions and 

working on projects autonomously are often most comfortable with laissez-faire leaders. At the 

opposite end of the spectrum, people who work well in a rigid environment with clear directives 

and routine goals typically prefer authoritarian leaders. Deluga (1990) introduces these 

leadership behaviors as very passive ones and in fact sign of the absence of leadership. This 

leadership style is also known as management based on exceptions. In this case, leader considers 

only negative and destructive behaviors of followers and applies corrective measures only when 

followers could not achieve defined goals (Bass, 1990). 

The laissez-fair method to leadership is the idea that the members should be talented to effort 

difficulties out and make their technique through an outing without too much additional direction 

and would take a tremendously “detached” method to leading in order to inspire group problem-

solving and serious thoughtful, without permitting members to be contingent on the leader for 

the final word (Dessler& Starke, 2014). 

Leadership is one of the most persistent subjects and one of the slightest understood ideas in the 

business world (Northouse, 2015).The history of leadership covers through numerous paradigm 

shifts and voluminous body of knowledge(Northouse,2015).As a worldwide movement, 

leadership is important for effective organizational and social operative. Such process is 

determined by the leaders and groups characteristics, natures, behavior awareness, attributions 

and the context where the process of influencing occurs (Northouse, 2015). The moral purpose of 

leadership is to create an empowered supporter that leads to ethical consequences that are 

achieved through moral means (Hersey and Blanchard, 1984). 

To understand the idea, first, it's vital to recognize the term   leader and how a leader should play 

his part in the improvement of a company. A leader should be a model or hero perfect for its 
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assistants and thus, it is important to be tolerant, truthful, and excited and above all he/she should 

be a difficult answer (Northouse, 2015). 

The most common one being a disappointment of management in some way or another,to be 

effective, the skills of committed employee management must be installed in an organization so 

they become part of its culture. In this way there will be consistency and equity with respect to 

how people are managed from the top down to the most low-grade employee (Allen and Meyer, 

1990). 

Autocratic leadership: When met with the necessity to offer a decision, an autocratic leader is 

one who would come up with an answer for the whole group on their own (Nyengane, 2007). 

The autocratic leader would usually solve an issue and make decisions for the group using notes 

and what they sense is necessary or maximum vital for the popular of the group memberships to 

advantage at that time (Dessler& Starke, 2014). 

Democratic leadership: The democratic leaders were those who took a very comfortable so far 

in-control method to leading the group (Nyengane, 2007). Participative leaders, more often than 

not, would refer to the group when upcoming an issue and consider their recommendation, but 

the leader keeps the final say in what specific method is taken (Dessler& Starke, 2014). 

2.1.2 Leadership Theories 

Traits theory: The early theorists opine that born leaders were gifted with convinced physical 

traits and personality features which eminent them from non-leaders. Trait theories unnoticed the 

assumptions about whether leadership traits were hereditary or learned. (Ekvall & Arvonen, 

1991) identified two traits; emergent traits (those which are heavily dependent upon heredity) as 

height, intelligence, attractiveness, and self-confidence and effectiveness traits (based on 

experience or learning), including attractiveness, as vital element of leadership 

(Ekvall&Arvonen, 1991).The traits theory of leadership defines leaders in terms of their 

individual features as analysts for leadership effectiveness (Brown &Treviño, 2006). According 

to the traits theory, a list of qualities or features is set and then associated to latent leaders in 

order to forecast their probabilities of achievement or failure. With similarities in some ways to 

the Great man theories, it encourages the idea that leadership is inborn. It means that effective 

leader must inherit certain quality that produces greatness (Northouse, 2007). 



15 
 

Great-Man Theory: Theories of leadership began with the great man theory. This theory was 

formulated after studying men who were already leaders. The effort towards searches for mutual 

traits of leadership is protracted over centuries as most cultures need heroes to define their 

achievements and to explain their failures (Carlyle, 1847). Carlyle requested in his “great man 

theory” that leaders are born and that only those men who are gifted with brave abilities could 

ever become the leaders. It promotes the mentality that leaders inherit inborn leadership skills. In 

line with this theory, you can be a born leader or not (Northouse, 2007). 

Strategic Leadership Theory: Child (1972) recommended powerfully that the selections of 

leaders were tremendously effective in organizations. Management researchers were more 

agreeable to embrace the idea that the leader could impact the organization. Organizational 

success was a result of the leader‟s values rather than a result of outside forces (Hambrick and 

Mason, 1984). 

Contingency Theories (Situational):The theories of contingency recommends that no 

leadership style is exact as a separate as the leadership style used is dependent upon the 

influences such as the quality, situation of the supporters or a number of other 

variables(Greenleaf, 1977).Contingency theories have been advanced that a leader‟s success 

depends on the suitable between the personality features of the leader and the situational 

variables such as positional authority, subordinate skills, and attitudes (Fleishman, 1973). The 

theory of situational leadership suggests that style of leadership should be afforded with the 

maturity of the subordinates (Bass, 1997). In this school of thought, situational variables are the 

bases of every action taken. For example, when a leader is well skilled, he/she is in the position 

of calling all the shots. Different styles of leadership can be applied to different situations. 

(Northouse, 2007). 

Behavioral Theory: Behavioral Theory advocates that leaders are made, not born. It believes 

anyone can acquire to be a leader .This approach opened the locks to leadership growth. once  

researchers showed that simple assessment measures were not the only way to observe 

leadership capability (Yukl, 2001).The approach supposed that fruitful leaders with a specific 

style of conduct were probable to be productive for leading persons and groups towards the 

achievement of definite objectives, which subsequently led to high yield and morale (Ansari, 

1990). 
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Process Leadership Theory: Servant leaders were encouraged to be attentive to the worries of 

the supporters and the leader should empathize with them take care of and nurture them. The 

servant leader pays due attentions on the wants of the supporter and supports them to become 

more independent, well-informed and also to recognize them as equal (Greenleaf, 1996).The 

process leadership theories and others that have emerged often propose that the effort of leaders 

is to contribute to the well-being of others with attention on some of social responsibility, and to 

be a clear evolution in the study of leadership (Yammarino, 1999). 

Transactional Theory: The transactional leadership was described as that in which leader 

supporter relations were grounded upon a sequence of agreements between supporters and 

leaders (House & Shamir, 1993). It was “based on mutuality where leaders not only influence 

supporters but are under their influence as well”. Transactional leadership shows an 

inconsistency with respect to the level of leaders‟ action and the nature of the relations with the 

followers (Bass &Avolio, 1994). 

Transformational Theory: Transformational leadership differentiates itself from the rest of the 

preceding and present day theories, on the basis of its placement to a greater good as it needs 

participation of the supporters in processes or activities related to personal factor towards the 

organization and a course that will produce finite superior social dividend (Sani, 2013). The 

transformational leaders increase the inspiration and ethics of both the supporter and the leader 

(House & Shamir, 1993).Transformational leadership theory focus on the linking advanced 

between leaders and their assistants (Northouse, 2013). According to Cherry (2012) 

transformational theories focus upon linking formed between leaders and supporters. 

Transformational leadership involves inspiring supporters to commit to a common vision and 

goals for an organization, challenging them to be inventive difficult solvers, and developing 

supporters‟ leadership capacity via training, mentoring, and delivery of both challenge and 

support (Bass &Riggio, 2006). 

2.1.3 Organizational Commitment Defined 

Organizational commitment is defined as “the relative strength of an individual‟s identification 

with and involvement in a particular organization” (Mowday, 1998).  The idea of organizational 

commitment has intuitive appeal because of the relationship of commitment to turnover, 

absenteeism, and organizational performance (Lee, 2005). These are important to healthcare 
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executives who are attempting to stabilize a nursing workforce in the presence of a growing 

nursing shortage (Israel, Kifle, Tigist, Fantahun, 2017). 

Organizational commitment can also be widely described in the management and behavioral 

sciences literature as a key factor in the relationship between individuals and organizations. For 

example, Mowda(1998) states organizational commitment as the important element that 

increases or promotes the ties or attachment of the individual to the organization. Employees 

willing to continue organizational citizenship behavior are regarded as committed to an 

organization if they willingly want to continue their positive association with the organization 

and devote positive effort to achieve organizational goals (Raju&Srivastava, 1994; Mowday, 

1998).  The high levels of dedicated efforts used by employees with full dedicated organizational 

commitment would lead to positive performance and organizational level of effectiveness.  

2.1.4 Dimensions of Organizational Commitment 

The three distinct types of organizational commitment are affective commitment, continuance 

commitment, and normative commitment (Mayer &Allen, 1993). 

Affective Commitment: Affective commitment relates to how much workers need to stay at 

their organization (Mayer &Allen, 1993). If the workers are affectively committed to the 

organization, it means that they need to stay at their organization. They naturally classify the 

organizational goals and intelligence that they appropriate organize and fulfill with their work. 

Employees who are affectively committed feel respected, act as diplomats for their organization 

and are generally great assets for organizations (Rogier, 2016). 

This refers to employee‟s positive emotional attachment to an organization. It is often influenced 

by demographical factors such as: sex, education, age, tenure and so on. Meyer and Allen (1991) 

further mentioned that, this type of commitment is neither strong nor consistent (Meyer & Allen, 

1993). 

Continuance Commitment: Continuance commitment relates to how much employees feel the 

need to stay at their organization (Mayer &Allen, 1990).  For employees that are continuance 

committed, the underlying reason for their commitment lies in their need to stay with the 

organization. Possible reasons for needing to stay with organizations vary, but the main reasons 

relate to a lack of work alternatives and remuneration (Allen and Meyer 1990).Employees under 
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this category need special attention and motivation because they stick to the company because of 

economic factors and self-interests (pension plans, designation, and experience in specific skills) 

and so they can leave the company anytime whenever they find something better. This 

dimension links the organizational goals with profit and loss in needs of an individual associated 

with that particular company (Powell and Meyer, 2004).There are two factors interpreted the 

development of continuance commitment. One is related to the volume of investments made and 

another is related to the scarce alternatives.  

Becker‟s (1960) theory has illustrated that employees keep committed to a particular 

organization because of their time and effort spent on mastering specific skills and gaining 

experiences or social relationships that cannot be replaced with ease elsewhere and would 

require huge investment to start over. In other words, sunk costs are taken into consideration to a 

great extent (Buciuniene &Skudiene, 2008). An employee is forced to remain in the organization 

by equally continuance commitment evolves under perceived lack of alternatives. Continuance 

commitment relates to an employee„s evaluation of comparing the costs of leaving the 

organization and the costs of staying. Employees who perceived that the costs of leaving the 

organization are greater than the costs of staying will remain within the organization because 

they need to. Anything that increases the cost of leaving the organization results to the 

development of continuance commitment (Meyer & Allen, 1991). 

Continuance commitment perceived potential consequences that may result from leaving an 

organization. An employee whose sole reason of staying in an organization is continuance 

commitment, ponder on matters such as wasted time, employment uncertainty, accumulated 

pension, organizational affiliation and personal relationships are examples of continuance 

commitment (Meyer & Allen, 1993). 

Normative Commitment: Normative commitment is the degree employees commit to their 

employing organizations because of a moral duty and relates to how much employees feel they 

should stay at their organization (Mayer &Allen, 1993). Employees that are normatively 

committed usually sense that they should stay at their organizations (Balassiano &Salles, 

2012).This type of organizational commitment deals with the moral obligations employees feel 

to commit to their employing organizations (Gelaidan & Ahmad, 2013). Feeling that in exit the 

organization they will create a void in knowledge/skills, which will subsequently increase the 
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pressure on their colleagues. Such feelings can, and do, negatively influence the performance of 

employees working in organizations (Rogier, 2016). 

Employees with this awareness consider they should reflect their place as precedence based on 

numerous issues.  For example, they reflect that the company has rewarded a lot of money on 

their training so they should not waste this effort of the organization and pay it back with their 

loyalty and commitment. So this dimension links the social and moral duty of individuals with 

their company‟s goals (Powell and Meyer, 2004).Normative commitment explains employee„s 

sense of obligation towards the organization. Employees remain with the organization because 

they feel they ought to be usually accompanied with high levels of normative commitment. 

Socialization and exchange have a vital role in the development of normative commitment. 

According to Wiener (1982), normative commitment develops from normative beliefs. 

Normative commitment is a feeling of compulsive continuity which emanates from pressures 

prior to joining the organization. For instance, if an organization has invested heavily in an 

employee, the feeling of obligation sticks within the employee to remain in the organization 

(Meyer & Allen, 1993). 

Leadership is a societal impact procedure in which the leader searches for the charitable 

contribution of assistants in a strength to reach organization goals (Nyengane, 2007). A leader 

can be well-defined as an individual who represents or influences others to act so as to convey 

out definite aims (Hall, 2004).  Today‟s organizations want real leaders who realize the 

difficulties of the quickly shifting global environment. If the job is extremely plannedand the 

leader has good connection with the employees, success will be high on the part of the 

employees. The study further exposed that democratic leaders take great care to comprise all 

memberships of the group in conversation and can work with a minor but highly interested 

group. 

Bass (1997) divided leadership style into transformational leadership and transactional 

leadership. Transformational leadership has the features of single impact, spiritual reinforcement 

and intelligent incentive (Bass & Avolio, 1993). They often take individual into attention, begin 

vision and objective inside, make built-up culture, trust the staff to reach their goals and give full 

play for staff's latent. 



20 
 

According to Bass and Avolio (1993), transformational leaders inspire groups to assess 

difficulties from new viewpoints, afford provision and reassurance communicates a vision, 

inspires reaction and documentation. 

 Leadership is the capability to change a collection towards a mutual goal that would not be met 

if a leader had not been there (Graham, 1997). Lwei‟s classified leadership styles into three main 

styles of leadership, which helped to organize the notes into more basic data. 

2.2 Empirical Literature Review 

2.2.1 The Relationship between Transformational Leadership and Organizational 

Commitment 

Temesgen(2011) studied on the relationship between Leadership Styles and Employee 

Commitment in Private Higher Education Institutions at Addis Ababa City and found that 

transformational leadership style has significant and positive correlations with affective and 

continuance employee commitments.. 

According to Birey (2016) there is strong, positive and significant relationship between 

transactional leadership style with affective, continuous and normative commitments.  

Bucicniene &Skudiene (2008) indicated a strong correlation between transformational leadership 

dimensions and affective commitment, a weaker but still strong positive correlation with 

normative commitment and no relationship with continuance commitment. 

Consistent with the finding of Bucicniene &Skudiene(2008), transformational leadership has 

positive relationship with affective and continuance commitment but different for that of 

normative commitment. Similarly, this study support suggestions made by Simon (1994) that a 

transformational leadership style has a positive relationship with normative commitment. 

There is a positive relationship between transformational leadership and employees‟ 

organizational affective, continuance and normative commitment among academic staff and 

significant positive relationship was obtained between the transformational leadership style and 

affective commitment (Munyeka, 2014). Positive and significant relationship between 

transformational leadership style and continuance commitment, also there has no relationship 

with normative commitment may be also appropriate as Allen and Meyer 1990; Brooks et al. 

2006 pointed out that employees who stay in the organization feel obligated to stay in the 
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organization may not exhibit the same enthusiasm and involvement as employees who stay with 

an organization because they want to stay and need to stay. 

According to Muhammad (2012), transformational leadership style shows more significant 

relationship with employee organizational commitment and to be the most effective leadership 

style that enhances employee‟s organizational commitment. 

2.2.2 The Relationship between transactional Leadership and Organizational Commitment 

Buciuniene &Skudiene (2008) indicated a negative relationship was found between transactional 

leadership dimensions and affective and normative commitments, and a statistically significant 

correlation found with continuance commitment (Brown and Dodd, 1999).  

According to Bucicniene & Skudiene (2008), transactional leadership was a better predictor of 

affective, continuance, and normative commitment. Consistent with previous studies, found a 

positive association between transformational leadership and organizational commitment. 

According to Munyeka(2014),there is a positive relationship between transactional leadership 

and employees‟ affective, continuance and normative commitment. 

According to Muhammad (2012), transactional leadership style is less effective for 

organizational commitment and no significant with the organizational commitment. 

2.2.3 The Relationship between laissez-faire leadership and Organizational Commitment 

Temesgen (2011), a laissez-faire leadership style is found to be significantly and negatively 

associated with employees‟ affective commitment in private higher educational institution have 

strong affective commitment towards their organizations where they would consider themselves 

as belonging to these organizations. 

According to Muhammad (2012), laissez-faire leadership style has no effect on organizational 

commitment and there is no relation with the organizational commitment. 

Amna(2015),For the laissez-faire leadership style, normative commitment has the strongest 

correlation with organizational commitment, The organizational commitment with a weakest 

relationship with the laissez-faire relationship is the affective commitment.  
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2.3 Conceptual Framework 

The conceptual framework of this study was organized based on the purposes of the study. In 

this study, the three leadership styles (transformational, transactional and laissez-faire) which are 

independent variables and the dependent variable are considered. Figure-1 illustrates the 

conceptual framework of this study.  

The review of the literature on the position of leadership styles and organizational commitment 

has been examined in demand to grasp the effect of the leadership styles and organizational 

commitment. The discussion delivers vital framework for this study in term of the variables that 

are going to be used. Studies conducted on the effect of the leadership styles on organizational 

commitment revealed that leadership styles affect organizational commitment and correlate each 

other. Organizational commitment is the most significant assets in organizations, which without, 

the goals and objectives may not be attained. Leaders‟ leadership styles can play in achieving 

organizational goal and increase organizational commitment as well as organizational 

performance. To this end, this study tries to examine the link between independent (three 

leadership styles) and dependent (organizational commitment) variables. 
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Independent Variable   Dependent Variable                                                                                      

 

  

 

 

 

 

Fig-1 the conceptual framework of this study (Amna, 2015) 

This conceptual frame work denotes the dependent variable and independent variable in the 

study. The dependent variable is believed to be affected by the independent variable. In this 

study, organizational commitment is the dependent variable and leadership styles are already 

exist in their organization is independent variable of the present study .The researcher aims to see 

the interaction between them and the effect of the one variable to another. 

  

Leadership Styles 

 Transformational 

 Transactional  

 Laissez-faire                                    

 

Organizational commitment 

 Affective commitment 

 Continuance commitment 

 Normative commitment 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

This chapter presents the research design, research setting, population as well as the process used 

to conduct the study. The method(s) that are employed to analyze the data and interpretation and 

validity, reliability of the instruments and ethical considerations are discussed.                      

3.1 Research Approach 

Human resource researchers have utilized both the quantitative and qualitative methods, stating 

both methods are valuable and often quite powerful when used together (Creswell, 2009).  

Hence, this study employs both qualitative and quantitative methods to understand the effect of 

leadership styles on organizational commitment. The qualitative methods used to explore more 

information through structured interview and observation. The quantitative analytical methods 

employ survey (questionnaires). Moreover, documents were analyzed to triangulate the primary 

data with secondary evidences.  

3.2. Description of the study area 

Addis Ababa has 10 sub cities (such as Kolfie Keranio, Yeka, Nefasel, Lafto, Bole, Gulele, 

Addis Ketema, Kerkos, Arada, Lideta and Akaki Kaliti) and each sub city divided in to woredas 

(116); which are the smallest administrative units of the city (New Charter of Addis Ababa city 

Administration). It has a total area of 11.56 square kilometers and support 212,009populations 

(CSA, 2008). In the city, there are 8 government and 22 private hospitals.  This study focuses on 

two private hospitals; namely, Bethezatha General Hospital and Girum General Hospital.  

Bethzata hospital has two branches found in Bole and Kerkos sub cities. The head office of 

Bethzatha hospital is located in Ledta sub-city, worda 04, which is also the focus of this study. 

Girum General Hospital is found in Addis Ketema Sub city, woreda 07 specifically located 

around Wonget Poly Technique College. 

3.3 Research Design  

The main purpose of this study was to investigate the effect of leadership styles on 

organizational commitment in Bethezata and Girum General Hospitals in Addis Ababa City. The 

study identified the employees‟ perceptions of leadership styles, examined the effect of 
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leadership styles in organizational commitment and assessed leadership styles versus dimensions 

of job satisfaction.  

In the study doctors, nurses, pharmacists, laboratory technicians and administrators were 

participated. The study employed both qualitative and quantitative methods. The qualitative 

methods used to explore more information through structured interview. The quantitative 

analytical methods employed questionnaires (survey).  This help to identify the effect of 

leadership styles on organizational commitment in Bethezata and Girum General Hospitals.   

3.4. Population 

The population of this study is permanent employees in the two hospitals which include the 

employees working in different positions such as administration, nurses, laboratory technicians, 

doctors, and the like. As a result, there are 214 and 242 permanent employees in Bethezata 

General Hospital and Girum General Hospital, respectively.  

3.5. Samples and Sampling Procedure 

The sampling frame for the permanent employees in the two hospitals was determined from their 

registration list that consist of 456 (214 in Bethzata and 242 in Girum General Hospitals) in the 

time of field survey. 

Sample Size Determination: According to Kothari (2004) the determination of sample size is 

based on the nature of population (heterogeneity or homogeneity), nature of the study 

(qualitative or quantitative), and availability of finance and other resources. Hence, 

representative and adequate number of sample size was taken to perform a meaningful analysis. 

The sample size (n) was determined by using the formula n=N/1+N (e) 2(Adil, 2011) 

n=Sample size required 

N=the study population 

e=Level of precision/allowable error /sampling error (0.05) at 0.95(95%) confidence level (t) 

of0.5(5%) unit variance (p). To calculate the sample size at 95% confidence level and 5% margin 

error; n=N/1+N (e) 2 

 n=456/1+456 (e2) 

 n= 456/1+456(0.0025) 
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 n=456/1+1.14 

 n=456/2.14 

 n=213 

Sampling design: To select the samples, both probability and non-probability sampling 

techniques would be used. From probability sampling techniques multistage sampling technique 

would be used to determine the proportion of the samples from each department. Then 

systematic random sampling was employed to select representative sample from the total 

permanent employees (456) in order to give equal chance according to their numbers which give 

proportion of 0.42 (190/456), for more referee table1below.  

Whereas, to select the sample of employees that participate in the interview was determined by 

using purposive techniques of non-probability sampling design. In addition, documents were 

selected and reviewed based on the objectives and research questions of the research study. 
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Table 3.1: Summary of survey respondents in Girum and Bethzata General Hospitals 

Job 

Girum G. Hospital Bethzata G. Hospital 

Total 

population Samples Total population Samples 

Administration 124 55 102 51 

Nurse 94 42 93 46 

Laboratory .Tech 12 5 8 4 

Doctor 12 5 5 2 

Pharmacy - - 6 3 

Total 242 107 214 106 

Source: survey data from Girum and Betzatha General Hospitals 

3.6. Data Collection Tools 

Different data collection instruments were employed to collect the data in the study hospitals.  To 

collect the information questionnaires, interview, observations and document review were 

employed in order to get detail explanation about the effect of leadership styles on organization 

commitment.  

Questionnaires/survey 

Questionnaires were prepared for 213 employees (107 employees for Girum General Hospital 

and 106 employees for Betzatha Hospital). The questionnaire has two parts; background 

(8questions) and the main part (39 questions). Hence, the total questionnaires for employees 

were 48. In addition, the questionnaires have closed ended and open ended questions.   
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Table 3.2 Summary of Measures (Data Collection Instrument) 

Variable Source of the Measure (Instrument) 

No. of 

Items in 

the Scale 

Cronbach‟s 

Alpha 

Result 

 

Organizational Commitment  12  

Affective Rhoades, Eisenberger and Armeli(2001) 4 0.8635 

Continuance Allen and Meyer (1990) 4 0.6983 

Normative Allen and Meyer (1990) 4 0.8724 

Leadership Styles  29  

Transformational Gordon(1998) 15 0.8940 

Transactional Gordon(1998) 9 0.8933 

Laissez-faires Al-Khasawneh and Futa (2013) 5 0.8563 

Source: Developed for the research 

Interview 

Six questions of structured and semi-structured interview guidelines developed for key 

informants (6 employees) from the two hospitals. The main reason for the interview is to seek 

additional information around the theme of the research questions; socio demographic data, 

leadership styles and suggested solutions to the improvement of the organization commitment.  

Document review 

Survey questionnaires and interviews were supported with analysis of documents comprising 

meeting proceedings, speech, periodical staff motivation strategies, HR polices, etc. on topics of 

employees. The documents were reviewed based on the objectives and research questions.  
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Observation 

In addition to survey, interviews and document analysis, observations were conducted to 

triangulate emerging findings. The observation was carried out during the data collection time. 

Observation protocols was prepared with the research questions in mind so that it narrows down 

and focus on specific interactions and behaviors of the person or the activity. Field notes with 

descriptions, direct quotations, and observer comments were recorded soon after the 

observations.  

Pilot Study 

To establish final version of the tools a pilot study was conducted. The pilot testing was 

conducted out of the two hospitals selected to study. The total participants in the try out are 

10employees in Yekatit12 hospital. Hence, unclear items and languages were modified and 

accordingly minimized misunderstandings and ambiguity. The pre-test helped the researcher to 

assess the sequencing/ flow of the questions and content validity of the questions; to assess the 

clarity of instruction in the questionnaires; to estimate the time needed to administer the 

questionnaire and identify other field related logical problems that will likely to be encountering; 

to assess the feasibility of administering the questionnaire; he pre-test also helped in 

modification of questions and dropping of irrelevant questions and to insure the validity of the 

questionnaires and interview questions the researcher will do a pilot test and feedback will gather 

from the advisor and experts.  

3.7 Data Collection Procedure 

The researcher adopted three steps in collecting the data for the study. First, relevant literature 

was reviewed to get adequate information on the topic. Second, objectives and research 

questions were formulated to show the direction of the study. Third, data gathering tools was 

developed and pilot test was implemented. 

The data that are important for the study were collected from the sample employees in the two 

hospitals. To collect the information two assistant data collectors were selected from the two 

Hospitals and given orientation on how to collect the information from the respondents. The 

questionnaires were distributed going to the hospitals where the employees found after the HR 

manager aware of them the objectives of the research.  On the other hand, the researcher himself 
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gathered the information using the qualitative methods (interview and observation) and 

document/s review process.  

3.8 Reliability and Validity 

Reliability Test  

Reliability is an attribute in which data collection procedures can be repeated with the same 

results. According to Kothari (2004), measuring instrument is reliable if it provides consistent 

results. 

In this paper to come up with this issue, the researcher ensured that external sources of data to 

become less weakness as much as possible through using company‟s website to access secondary 

information. Moreover, to increase the reliability of measurements, the researcher distributed 

questionnaires through the researcher himself and the assistant to avoid variations from 

employee to employee since they have the best stand point of sight at different location and 

position in addition to this, as much as it required, the researcher provided explanations 

concerning on the questions to the respondents before they had given answer for it.  

Validity Test 

Validity refers to the extent to which the instrument measures what the researcher(s) actually 

wish to measure Kothari (2004). Validity is the most critical criterion and indicates the degree to 

which an instrument measures what it is supposed to measure.   

In order to ensure the quality of this research, content validity of the research instrument was 

checked. The content validity was verified by the advisor of this research, who looks into the 

appropriateness of questions and the scales of measurement. Peer discussion with other 

researchers was also conducted since it is another way of checking the appropriateness of 

questions. Moreover, copies of the questionnaire were distributed to ten respondents as a pilot 

test. This was done to find out whether the developing instruments measures what it meant to 

measure and also to check the clarity, length, structure and wording of the questions. This test 

was also helped the researcher to get valuable comments to modify some questions. 
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3.9 Ethical consideration to be considered  

Because of the human right issues the highest ethical standards were applied during data 

collection and analysis period. Hence at least the following will be considered during the data 

collection and analysis period of the study: 

Participation and protection: ensure that the study would be conducted in their best interest of 

the research participants and do not harm them. Participation and protection issues ensure there 

is follow-up to deal with sensitive issues which may be raised as a result of the nature of the 

study assignment, the research participants (respondents) have a right to say no to anything. It is 

also necessary to get their consent ahead of conducting the interview/discussions; participants 

should know the purpose of the research study a head of the data collection time and know how 

their participation is necessary for the study, make sure that no confidential information is made 

available to those who might misuse it. If necessary, make the personal information 

unrecognizable, and be clear about how much time the process is likely to take up, and what the 

likely outcomes will be: to protect the identity of respondents, pseudonyms will be used when 

referring to the specific points and individual employee. Participants receive a verbal and written 

description of the study, and informed consent will obtained before the survey.  

3.10 Methods of data analysis 

The result of this survey was presented in descriptive and person‟s correlation using numbers, 

percentiles and ratios. After all the necessary data collected from the research subjects, it was 

entered and computed in SPSS version 20.0 software. The socio-demographic parts of the 

questionnaires‟ result were presented in frequencies and percentage. Also the interpretation 

included in the responses given to the interview, observation and document review analyzed 

through qualitative methods thematically 
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CHAPTER FOUR 

RESULTS AND DISCUSSION 

4.1 Response Rate 

Data was collected by using structured closed questionnaires with some open ended questions, 

and analysis was done using SPSS version 20. Questionnaires were sent to all 213 of Betzata and 

Girum general Hospitals. Only 190 employees responded. This translated to 89 % response rate 

which is satisfactory. 

Table 4.1 Rate of Respondent 

No Hospital Name 
No.of 

questionnaire 

distributed 

No. of questionnaire 

returned 

%of questionnaire 

returned 

1 Betzat general Hospital 

Hospital 

106 90 85% 

2 Girum General Hospital 107 100 94% 

 Total 213 190 89% 

Source: survey data: August 2018 

4.2 Demographic Data 

The demographic information of respondent gathered for this study was gender, age, marital 

status, education qualification, years of service, and job position. 

4.2.1 Background and General Information of the Employee Respondents 

The breakdown of the background and general information of respondents is presented in the 

following table. 
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Table 4.2 Background and General Information of Respondents (Employees) 

No. Item 

Response for 

Girum 

Response for 

Betzatha 

No. % No. % 

1 Sex 

a) Male 

b) Female 

 

58 

42 

 

58 

42 

 

56 

34 

 

62.2 

37.8 

 Total   90 100% 

2 Age of respondents: 

a) Under 26 

b) 26-35 

c) 36-45 

d) 46-55 

e) 56-65 

 

 

22 

51 

26 

1 

- 

 

   22 

    51 

26 

1 

    - 

 

18 

44 

22 

4 

2 

 

20 

48.9 

24.4 

4.4 

2.2 

 Total 100 100% 90 100% 

3 Marital Status 

a)  married 

b) single 

c) Separated 

d) Divorced 

e) Widowed 

 

56 

44 

- 

- 

- 

 

56 

56 

- 

- 

- 

 

53 

36 

1 

- 

- 

 

58.9 

40 

1.1 

- 

- 

 Total 100 100% 90 100% 
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No. Item 

Response for 

Girum 

Response for 

Betzatha 

No. % No. % 

4 Qualification 

a) Less than Diploma 

b)Diploma 

c)Advance Diploma 

d) First Degree 

e) Second Degree 

 

- 

18 

 5 

67 

10 

 

- 

5 

67 

10 

 

5 

15 

3 

63 

4 

 

5.6 

16.7 

3.3 

70 

4.4 

 Total 100 100.0% 90 100% 

5 Job title 

a) Doctor 

b) Nurse 

c) Laboratory Tech 

d) Pharmacy 

e) Administration worker 

 

6 

57 

9 

4 

24 

 

6 

57 

9 

4 

24 

 

4 

52 

8 

4 

22 

 

4.4 

57.8 

8.9 

4.4 

24.4 

 Total 100 100% 90 100% 

6 Work experience for the current 

organization 

a) Less than 4 years 

b) 4 to 8 years 

c) 9 to 14 years 

 

37 

51 

12 

 

37 

51 

12 

 

33 

47 

10 

 

36.7 

52.2 

11.1 
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No. Item 

Response for 

Girum 

Response for 

Betzatha 

No. % No. % 

 Total 100 100% 90 100% 

7 Work experience for  current leader 

a) Less than 2 years 

b) 2 to 6 years 

c) 7 to 10 years 

 

 

29 

55 

16 

 

29 

55 

16 

 

26 

50 

14 

 

28.9 

55.6 

15.6 

 Total 100 100% 90 100% 

8 previous work experience on the same 

position 

a) Less than 2 years 

b) 2 to 6 years 

c) 7 to 10 years 

d) More than 10 years 

 

26 

44 

26 

4 

 

26 

44 

26 

4 

 

 

24 

41 

22 

3 

 

26.7 

45.6 

24.4 

3.3 

 Total 100 100% 90 100% 

Source: Developed for the research 

4.2.2 Age of Respondents for Girum General Hospital 

From table 4.2above we come to know that 22 respondents (22%) were under 26, 51 respondents 

(51%) were between 26 and 35, 26 respondents (26%) were between 36 and 45 and 1 

respondents (1%) were between46 to 55.  
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4.2.3 Gender of Respondents for Girum General Hospital 

Table 4.2 shows that the total no. of questionnaire administered was 100. From those, 58(58%) 

of the respondents were male and the remaining 42 (42%) respondents were female.  

4.2.4 Marital Status of Respondents for Girum General Hospital 

The output of table 4.2 for marital status of the respondents‟ shows that 56(56%) of employees 

were married, 44(44%) of employees were single in the sample, giving a total of 100 

respondents.  

4.2.5 Qualification of Respondents for Girum General Hospital 

The frequency table 4.2 shows for qualification of respondents indicates there are 10(10%) of 

employees have holding second degree, 67 (67%) of them are first degree holders, 5(5%) 

employee has advance diploma and 18(18%) employee have diploma holders. According to the 

data, most of the hospitals employees are first degree holders; it is because Bachelor degree is 

now considered minimum qualification requirement for jobs in Girum General Hospitals. 

4.2.6 Work experience for the current organization of the Respondent for Girum General 

Hospital 

Based on the data collected through questionnaire from the total respondents of 100 employees, 

37(37%) employees had worked for a period of less than four years, 51(51%) of employees had 

worked for a period of between 4 to 8 years, 12(12%) of employees had been working for 9 to 14 

years . 

4.2.7 Work experience under current leader of the Respondent for Girum General Hospital 

Based on the data collected through questionnaire from the total respondents of 100 employees, 

29(29%) employees have an experience of less than two years, 55(55%) of employees have an 

experience of between 2 to 6 years, 16(16%) of employees have an experience of 7 to 10 years.  

4.2.8 Previous work experience on the same position of the Respondent for Girum General 

Hospital 

Based on the data collected through questionnaire from the total respondents of 100 employees, 

26(26%) employees have an experience of less than two years, 44(44%) of employees have an 
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experience of between 2 to 6 years, 26(26%) of employees have an experience of 7 to 10 years 

and 4(4%) of employees have an experience of more than ten years.  

4.2.9 Job Title of Respondents for Girum General Hospital 

Table 4.2 illustrates that, majority of the respondent which are 57(57%) of the participants, were 

drawn from the nurse position. The other categories were 6(6%) for Doctors, 9(9%) for 

Laboratory Technician, 4(4%) for Pharmacies, and 24(24%) are Administration workers.  

4.2.10 Age of Respondents for Betzatha General Hospital 

From table 4.2above we come to know that 18 respondents (20%) were under 26, 44 respondents 

(48.9%) were between 26 and 35, 22 respondents (24.4%) were between 36 and 45, 4 

respondents (4.4%) were between46 to 55, and 2 respondents (2.2%)were between 56 to 65.  

4.2.11 Gender of Respondents for Betzatha General Hospital 

Table 4.2 shows that the total no. of questionnaire administered was 90. From those, 56(62.2%) 

of the respondents were male and the remaining 34 (37.8%) respondents were female.  

4.2.12 Marital Status of Respondents for Betzatha General Hospital 

The output of table 4.2 for marital status of the respondents‟ shows that 53(58.9%) of employees 

were married, 36(40%) of employees were single, 1(1.1%) were separated inthe sample, giving a 

total of 90 respondents.  

4.2.13 Qualification of Respondents for Betzatha General Hospital 

The frequency table 4.2 shows for qualification of respondents indicates there are 4(4.4%) of 

employees have holding second degree, 63 (70%) of them are first degree holders, 3(3.3%) 

employee has advance diploma, 15(16.7%) employee have diploma holders and 5(5.6%). 

4.2.14 Work experience for the current organization of the Respondent for Betzatha 

General Hospital 

Based on the data collected through questionnaire from the total respondents of 90 employees, 

33(36.7%) employees had worked for a period of less than four years, 47(52.2%) of employees 

had worked for a period of between 4 to 8 years, 10(11.1%) of employees had been working for 

9 to 14 years. 



38 
 

4.2.15 Work experience under current leader of the Respondent for Betzatha General 

Hospital 

Based on the data collected through questionnaire from the total respondents of 90 employees, 

26(28.9%) employees have an experience of less than two years, 50(55.6%) of employees have 

an experience of between 2 to 6 years, 14(15.6%) of employees have an experience of 7 to 10 

years.  

4.2.16 previous work experience on the same position of the Respondent for Betzatha 

General Hospital 

Based on the data collected through questionnaire from the total respondents of 90 employees, 

24(26.7%) employees have an experience of less than two years, 41(45.6%) of employees have 

an experience of between 2 to 6 years, 22(24.4%) of employees have an experience of 7 to 10 

years and 3(3.3%) of employees have an experience of more than ten years.  

4.2.17 Job Title of Respondents for Betzatha General Hospital 

Table 4.2 illustrates that, majority of the respondent which are 52(57.8%) of the participants, 

were drawn from the nurse position. The other categories were 4(4.4%) for Doctors, 8(8.9%) for 

Laboratory Technician, 4(4.4%) for Pharmacies, and 22(24.4%) are Administration workers.  

4.3 Reliability Analysis 

Table 4.3 Cronbach’s Alpha for Measures of the Variables 

Variables Cronbach’s alpha(r) 

Transformational leadership 

 

0.801 

 Transactional leadership 0.781 

Laissez Faire Leadership 0.765 

Affective commitment 0.824 

Continuance Commitment 0.6822 

Normative Commitment 0.7521 

Source: Developed for the research 
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The reliability of scale shows how free the data is from random error. Therefore, it is always 

advisable to select that scale that is reliable (George & Mallery, 2003). One of the most 

commonly used scales of reliability is internal consistency. Internal consistency refers to “the 

degree to which the items that make up the scales are all measuring the same underlying 

attributes (i.e. the extent to which the items “hang together”) (Pallant, 2005). There are number 

of ways in which internal consistency can be measured, the most commonly used statistics is 

Cronbach‟s coefficient alpha. Cronbach‟s alpha is a test reliability technique that requires only a 

single test administration to provide a unique estimate of the reliability for a given test (Joseph 

and Rosemary, 2003). According to the author, cronbach‟s alpha is the average value of the 

reliability coefficients one would obtain for all possible combinations of items when split into 

two half-tests. 

Cronbach‟s alphas were calculated to examine the reliability of each variable of the study. The 

two variables in the study were leadership style (29 items), and organizational commitment (12 

items).According to Joseph and Rosemary (2003), cronbach‟s alpha reliability coefficient 

normally ranges between 0 and 1. However, there is actually no lower limit to the coefficient. 

The closer Cronbach‟s alpha coefficient is to 1.0, the greater the internal consistency of the items 

in the scale.   

Moreover George and Mallery (2003) provide rules of thumb. According to their rules, reliability 

coefficients should be at least „0.70‟ and the higher the better. Furthermore, as suggested by the 

authors, if scale item were to exhibit an item to total correlation of <0 .5 – unacceptable or less 

the item should not be included in further analysis. Reliability coefficient for items in each 

variable (Cronbach‟s alpha) is greater than 0 .7 which showed higher reliability of the items used 

in measurement of the variables.  

Accordingly Cronbach‟s alpha for leadership styles are found to be 0.799 and organizational 

commitment is found to be 0.731 which is more than 0.7, therefore it is statistically acceptable. 

The Cronbach‟s alpha value for all items suggested that the data collected through questionnaires 

is reliable and can be used for further statistical analysis. 
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4.4 Descriptive Statistics 

4.4.1 Central Tendencies Measurement of Constructs 

Table 4.4: Descriptive Statistics Table for Girum General Hospital 

 Transformationa

l leadership 

Transactional 

leadership 

Laissez 

Faire 

Leadership 

Affective 

commitment 

Continuance 

Commitment 

Normative 

Commitment 

 Valid 100 100 100 100 100 100 

 Missing 0 0 0 0 0 0 

Mean 2.34 2.27 1.86 3.14 3.02 2.40 

Std. 

Deviation 

1.007 .777 .995 .349 .141 1.206 

Minimum 1 1 1 3 3 0 

Maximum 4 3 3 4 4 3 

Source: Developed for the research 

Based on Table 4.3 above, transformational leadership style has the highest mean score of 

2.34(SD=1.007), which is the highest among the leadership styles. This result indicates that most 

respondents perceived their leaders transformational leaders. 

The second most popular leadership style perceived by the respondents is transactional 

leadership style which has a mean score of 2.27(SD=.777). Lastly, the least popular leadership 

style perceived by the respondents is laissez faire leadership style which has the lowest mean 

score of 1.86(SD=.995). From the data collected, most respondents from Girum General 

Hospitals perceived their leaders to have transformational leadership style. 

For organizational commitment, most of the respondents have Affective commitment towards 

their organization. Affective commitment has the highest mean of 3.14(SD=.349). Among the 

three commitments which means that employees feel that they have a sense of belonging and 

identification with that increase their engagement in the organization„s activities, their 
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willingness to pursue the organization„s goals and their desire to stay with the organization 

(Meyer & Allen, 1991). 

Whereas, the second highest commitment respondents have towards their organizations is the 

normative commitment. The continuance commitment has a mean score of 3.02(SD=.141), 

which indicates that employees in Girum General Hospitals would consider a sense of obligation 

towards the organization. Employees remain with the organization because they feel ought to be 

usually accompanied with high levels of normative commitment. Most respondents have less 

normative commitment towards their organization which only carried a mean score of 

2.4(SD=1.206). This indicates that employees are probably have a lesser in the costs of leaving 

and staying in the organization. 

Table 4.5: Descriptive Statistics Table for Betzatha General Hospital 

 Transformational 

leadership 

Transactional 

leadership 

Laissez 

Faire 

leadership 

Affective 

commitment 

Continuance 

commitment 

Normative 

Commitment 

N Valid 90 90 90 90 90 90 

Missing 0 0 0 0 0 0 

Mean 1.53 1.19 1.19 2.04 .89 1.28 

Std. 

Deviation 

1.051 .872 .860 .873 .953 .936 

Minimum 0 0 0 1 0 0 

Maximum 3 3 3 4 3 3 

Source: Developed for the research 

Based on Table 4.4 above, transformational leadership style has the highest mean score of 

1.53(SD=1.051), which is the highest among the leadership styles. This result indicates that most 

respondents perceived their leaders as transformational leaders. 

The second most popular leadership style perceived by the respondents is transactional 

leadership style which has a mean score of 1.40(SD=.872). Lastly, the least popular leadership 
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style perceived by the respondents is Laissez Faire leadership style which has the lowest mean 

score of 1.19(SD=.860). From the data collected, most respondents from Betzata General 

Hospitals perceived their leaders to have transformational leadership style. 

For organizational commitment, most of the respondents have Affective commitment towards 

their organization. Affective commitment has the highest mean of 2.04(SD=.873), among the 

three commitments which means that employees feel that they have a sense of belonging and 

identification with that increase their engagement in the organization„s activities, their 

willingness to pursue the organization„s goals and their desire to stay with the organization 

(Meyer & Allen, 1991). 

Whereas, the second highest commitment respondents have towards their organizations is the 

normative commitment. The Normative commitment has a mean score of 1.28(SD=.936), which 

indicates that employees in Betzata General Hospitals would consider a sense of obligation 

towards the organization. Employees remain with the organization because they feel ought to be 

usually accompanied with high levels of normative commitment. Most respondents have less 

continuance commitment towards their organization which only carried a mean score of 

0.89(SD=.953). This indicates that employees are probably have a lesser in the costs of leaving 

and staying in the organization. 
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Table 4.6 Relationship between Leadership Styles and Organizational Commitment for Girum 

General Hospital 

Organizational 

Commitment  

Affective 

Commitment  

Continuous 

Commitment  

Normative Commitment  

leadership styles  

Transformational 

leadership style  

.143  .196  .251*  

Transactional leadership 

style  

.298*  .286*  .264*  

Laissez-faire leadership 

style  

.076  -.048  -.029  

*. Correlation is significant at the p≤ 0.05 level (1-tailed). 

**. Correlation is significant at the 0.01 level (2-tailed). 

4.4.2 Correlations between Transformational Leadership Style and Organizational 

Commitment Dimensions 

As the table 4.6 above shows transformational leadership has relatively weak, but significant 

positive correlation with normative commitment (.254*). However, it has positive and not 

significant relationship with continuance commitment (.184) and with affective commitment 

(0.136). 

Meyer & Allen (1997) found as we can read from the related literature the employee‟s 

expression level of their commitment ordered first affective commitment because if employees‟ 

have strong affective commitment it predicts the employees have strong other types of 

commitment. So, the present research finding indicates that employees of POESSA was slightly 

higher level of commitment to their organization. This means the employee‟s give their 

expression to affective commitment which is they would consider themselves as belonging to 

their organizations than continuance commitment which is leaders of POESSA paying enough 
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attention to the rewards in exchange of efforts they provide to the organizations compared to 

others organizations. 

The result of the study shows that there is a positive relationship between the transformational 

leadership style and normative commitment. This means transformational leadership style is 

related to employee‟s feel guilty when they need to leave their organization and also found 

positive but not significant relationship with affective and continuance organizational 

commitments. This implies transformational leadership style increases the employee‟s affective 

commitment and their belongingness of themselves to their organization. In addition it also 

increases the employee‟s willingness to stay in their organization but it has no significance. 

Generally, the study has exhibited that transformational leaders have positive relationships with 

organizational commitment which in turn increases the employee‟s belongingness of themselves 

to their organization and employee‟s need to stay in their organization. This is particularly true in 

the cases of the employees of Girum General Hospitals. This is because as the employees told 

me they feel sense of guiltiness when they leave the organization. 

4.4.3 Correlations between Transactional Leadership Style and Organizational 

Commitment Dimensions 

According to the above Table 4.6 results, there is strong, positive and significant relationship between 

transactional leadership style with affective (.296*), continuous (.284*) and normative commitments 

(.267*). The result depicts transactional leadership styles involving exchange of rewards for meeting 

organizational commitment which is decided based on purposes and related to employees’ belonging 

themselves to their organization, employees feel want to stay in the organization and feel guilty when 

they need to leave the organization.  The finding verifies with the finding of Buciuniene & 

skudiene (2008) that identified significant and positive correlation between transactional 

leadership style and normative commitment. 

This study found that transactional leadership style increases the employee‟s belongingness of 

themselves to their organization, want to stay in their organization and feel guilty when they 

need to leave their organization. Hence, transactional leadership style was positively related to 

affective, continuance and normative commitments of employees of Girum General Hospital 

rather than the other types of leadership styles. 
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4.4.4 Correlations between Laissez‐ Faire Leadership Style and Organizational 

Commitment Dimensions 

According to this research evidence, Laissez-faire leadership style is positively related to 

affective commitment (.085) but not statistically significant. It has negative direction and no 

significance relationship with both continuance commitment (-.038) and normative commitment 

(-.026).  

Laissez-faire leadership does not have any statistically significant correlations with affective, 

continuance and normative commitments. This almost missing the correlations and suggest that 

leadership behaviors relating ignoring problems, acting non-involved, displaying insignificance, 

and overlooking achievements may not be related to how employee‟s belongingness of 

themselves to their organization but negatively related with employee‟s feel guilty when they 

need to leave their organization and want to stay in their organization.  

Laissez-faire leadership, given its non-intervening nature, has negative consequences on 

continuous and normative organizational commitment dimension but positive on affective 

commitments.  

In support of the above the survey result, the interviewee‟s response in the relationship between 

leadership styles and organizational commitment is positive relationship. This indicates there is a 

positive relationship between leadership style and organizational commitment level of 

employee‟s in Girum Genaral Hospital. The transformational leadership style which express in 

sharing of power, believing in communication, discussion and the transaction leadership style 

which implies involving exchange of rewards for meeting and agreed-on objectives was 

positively related to increase the level of organizational commitment of Girum Genaral Hospital. 

To sum up, the relationship between leadership styles and organizational commitment of 

employees‟ therefore, the present study founds transactional leadership style is more related and 

linked to affective, continuance, and normative commitments of Girum General Hospital than 

transformational leadership style, transformational leadership is more related than lassiez-faire 

leadership style. It was very weak but negative relationship between Laissez-faire leadership 

styles with continuance and normative but positive with affective commitments to their 

organizations. 
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Table 4.7 Relationship between Leadership Styles and Organizational Commitment for Betzatha 

General Hospital 

Organizational 

Commitment  

Affective 

Commitment 

Continuous 

Commitment  

Normative Commitment  

Leadership styles  

Transformational 

leadership style  

.315** .248
*
 .054 

Transactional leadership 

style  

.086 .0188 .233* 

Laissez-faire leadership 

style  

-.358* -.037 .023 

*. Correlation is significant at the 0.05 level (2-tailed). 

**. Correlation is significant at the 0.01 level (2-tailed). 

4.4.5 Correlations between Transformational Leadership Style and Organizational 

Commitment Dimensions 

As you see from table 4.7 above, transformational leadership has relatively weak, but significant 

positive correlation with affective commitment (0.305**) and very weak, but significant, positive 

relationship with continuance commitment (0.238*) whereas no relationship with normative 

commitment (0.053).  

Thus, these findings suggest that there is a positive, although not very strong, relationship 

between the transformational leadership style and both affective commitment and continuance 

commitment. For affective commitment, this suggests that leadership behaviors which involve 

building trust, inspiring a shared vision, encouraging creativity, emphasizing development, and 

recognizing action is somewhat positively related to how employees feel about wanting tostay 

with the Betzatha General Hospital. For continuance commitment, this finding suggests that the 

same leadership behaviors are related to how employees feel about having tostay with the 
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organization. Continuance commitment is more likely related to transferability of skills, 

education, retirement money, status, and job security, and alternative employment opportunities 

(Allen & Meyer, 1990). 

As for the lack of statistically significant correlations between the transformational leadership 

and normative commitment, the findings suggest that, the same leadership style may not be 

related to how employees feel about their obligation to stay with organization. The finding that 

transformational leadership style has no relationship with normative commitment is also 

appropriate since employees who stay with an organization because they feel obligated to do 

may not exhibit the same eagerness and participation as employees who stay with an 

organization because they want to stay and need to stay (Allen & Meyer, 1990; Brooks et al., 

2006).  

This study, therefore, supports the suggestions by Brown & Dodd (2003) [cited in Buciuniene 

& Skudiene, 2008] that transformational leadership and affective commitment are correlated but 

not that of having with normative commitment and not having correlation with continuance 

commitment. Consistent with the finding of Buciuniene & Skudie(2008), transformational 

leadership has positive relationship with affective and continuance commitment but different for 

that of normative commitment. Similarly, this study does not support suggestions made by 

Simon (1994) that a transformational leadership style has a positive relationship with normative 

commitment and a negative correlation with continuance commitment. 

Similar to the findings of Buciuniene & Skudie (2008), transformational leadership, according to 

the results of this research, has a positive but lower relationship with organizational continuance 

commitment.  

Accordingly, it can be said that there is a significant relationship between organizational 

commitment and transformational leadership behaviors of Betzatha General Hospital. As a 

transformational leader helps followers develop beyond their potential and satisfy their higher 

order needs, he/she is likely to gain their followers‟ commitment to the organization (Bass, 

1997). 
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4.4.6 Correlations between Transactional Leadership Style and Organizational 

Commitment Dimensions 

According to table 4.7 of the analysis results, there is very weak, but positive and significant 

relationship between transactional leadership style and normative commitment (0.222*) but there 

is no statistically significant correlation with affective commitment (0.075) and continuance 

commitment (0.177).  

The positive correlation between transactional leadership style and normative commitment 

suggests that leadership behaviors involving rewards, highlighting problems and positive 

reinforcement related to how employees feel about must to stay with the organization (Bass & 

Avolio, 1993). This relationship also indicates that the leaders‟ and followers‟ associations 

affects employees‟ ethical documentation with an organization and relates to their feelings of 

responsibility (Allen & Meyer, 1990). On the other hand, the absence of relationship for 

transactional leadership style with affective commitment and continuance commitment suggests 

that leadership behaviors involving exchange of rewards for meeting agreed-on objectives, 

highlighting problems, or waiting for problems to become serious before taking action, may not 

be related to how employees feel about want to stay and need to stay with the organization. 

These natures are more related with negative performance (Allen & Meyer, 1990; Bass & 

Avolio, 1993). 

4.4.7 Correlations between Laissez‐ Faire Leadership Style and Organizational 

Commitment Dimensions 

Laissez-faire leadership style, according to table 4.7 the research data, is significantly and 

negatively related to affective commitment (-0.349*) but it is relatively weak. However, it has no 

relationship with both continuance commitment (-.046) and normative commitment (.024). 

This existence of significant and negative correlation between laissez-faire leadership style and 

affective commitment suggests the strengths of negative influence on the affective commitment. 

Therefore, leadership behaviors that involve ignoring problems, displaying indifference, and 

overlooking achievements are negatively related to affective organizational commitment in 

Betzatha General Hospital. However, laissez-faire leadership does not have any statistically 

significant correlations with continuance and normative commitments. These almost missing 

correlations suggest that leadership behaviors involving ignoring problems, acting non-involved, 
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displaying indifference, and overlooking achievements may not be related to how employees feel 

about need to stay and having to stay with the Betzatha General Hospital. 

Laissez-faire leadership, given its non-intervening nature, has negative consequences on 

affective organizational commitment dimension but non entity on others. The results are 

consistent with the literature indicating that laissez-faire leadership is negatively related to 

affective commitment and has no relationship with continuance commitment though it 

contradicts the significant negative relationship with normative commitment (Buciuniene and 

Skudiene, 2008).  
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CHAPTER FIVE 

SUMMARY, CONCLUSION, AND RECOMMENDATION 

5.1 Summary for Girum and Betzatha General Hospitals 

This study labeled and clarified in comprehensive about employee‟s perception towards 

leadership style and their organizational commitment at Girum and Betzatha General Hospital. In 

the study transformational, transactional and laissez-faire leadership styles and organizational 

commitment of affective, continuance and normative scales were used. The researcher employed 

survey design, qualitative and quantitative methods, correlation and descriptive research types in 

order to clearly define and clarify the organizational level of commitment and type of leadership 

style of Girum and Betzatha General Hospital. In addition to this the study used questionnaire and 

structured interview as a data collection instruments. And in the descriptive statistics mean, 

standard deviation and frequency was employed and Pearson correlation coefficient used as data 

analysis methods in the SPSS process.  

The research used those methods and techniques in order to address the research questions of 

classifying type of leadership style of Girum and Betzatha General Hospital.  

As a result, the findings shows that the leadership styles in both Girum and Betzatha General 

Hospitals are more transformational than transactional and then laissez-faire.  

When we came to the level of organizational commitment of employees of Girum General 

Hospital the employees are more express their commitment to affective than continuance 

commitment and normative so, this indicates employee‟s belonging themselves to their 

organization rather than their commitment to the rewards of the organization and when they need 

to live the organization they didn‟t feel guilty because the leaders of Girum General Hospital are 

not study the reason rather they being silent. On the other hand, reliable to other findings, 

affective commitment has highest mean score followed by normative commitment, and then 

continuance commitment has the least score in Betzatha General Hospital. Therefore, it can be 

said that employee‟s perceptions of organizational commitment are positive.  

Regarding the effect of leadership styles and organizational commitment, there is weak and 

positive relationship between transformational leadership and normative commitment. However, 

no significance relationship with the others, or there is a positive and significance relationship 



51 
 

between transactional leadership style and affective, continuance and normative commitments. In 

the laissez-faire there is no significance relationship with affective, continuance and normative 

but the direction is negative with continuance and normative commitments. This result shows 

there is a positive and significant relationship between transactional leadership style and 

affective, continuance and normative commitments; this means the employees of Girum General 

Hospital are higher level of commitment to their organization. The effect of leadership styles and 

organizational commitment in Betzatha General Hospital, transformational leadership has 

relatively weak, but significant positive correlation with affective commitment and very weak, 

but significant, positive relationship with continuance commitment, whereas no relationship with 

normative commitment, and there is very weak, but positive and significant relationship between 

transactional leadership style and normative commitment but there is no statistically significant 

correlation with affective commitment and continuance commitment and there is a negative 

effect for laissez-faire leadership. 

5.2 Conclusion of the study 

The main objective of this study was to identify the employees‟ perceptions of leadership styles and 

dimensions of organizational commitment, to examine the effect of leadership styles on 

organizational commitment and to assess the leadership styles that are highly related to 

dimensions of employees‟ job satisfaction.  

From this present study the researcher concluded that:-  

a) Girum General Hospital employees perceive type of leadership style of their organization was 

more transformational than transactional. This data indicates that the employee‟s perceive their 

leadership style was instilling pride, inspiring a shared vision, talking optimistically, encouraging 

creativity, and placing much importance in coaching or training. And some employees‟ 

perceived their leaders as taking corrective action immediately when originalities occur than 

laissez-faire proposes as some employees perceived that their immediate supervisors make 

decisions as soon as problems occur. 

In the transformational leadership style leaders of Girum General Hospital is more believed with 

discussion, communication and involving their hands rather than avoiding involvement during 

problems being cut, and also the leaders are more focused positive actions rather than 

wrongdoings, faults and actions which are below average. 
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b) In the effect of leadership styles and organizational commitments of employee‟s therefore, the 

present study found transactional leadership style is more related and associated to affective, 

continuance, and normative commitments of Girum General Hospital more than transformational 

leadership style, transformational leadership is more related than laissez-faire leadership style. It 

was very weak but negative relationship between laissez-faire leadership styles with continuance 

and normative but positive with affective commitments to their organizations. 

c)  Employees of Girum General Hospital expressed their commitment level to affective 

commitment than continuance commitment and the normative commitment. The present research 

finding indicates that employees of Girum General Hospital were slightly higher level of 

commitment to their organization. This means the employee‟s give their expression to affective 

commitment which is they consider themselves as belonging to their organizations than 

continuance commitment which is leaders of Girum General Hospital paying enough attention to 

the rewards in exchange of efforts they provide to the organizations compared to others 

organizations 

d) The important finding of this study is that transformational leadership style has a greater 

significant influence on affective organizational commitment than on continuance 

organizational commitment. It can be suggested that transformational leadership styles which 

contain building trust, inspiring a shared vision, encouraging creativity, and emphasizing 

development explains some of the variation in whether employees want to stay with the 

Betzatha General Hospital. For continuance commitment, these same transformational 

leadership activities explain a little less of the variation in whether employees feel needed to or 

do not feel needed to stay with the Betzatha General Hospital. This finding also led us to 

conclude that transformational leadership is a better predictor of organizational commitment. 

e) According to the results of the research in Betzatha General Hospital, there is a positive and 

significant effect between transactional leadership style and only normative commitment. This 

replicates those leadership activities, which include knowing accomplishments taking 

immediate action to become chronic before taking action, explain positive differences in how 

employees feel about having to stay with the organization. However, in a laissez-faire 

leadership, is found to be significantly and negatively associated with organizations‟ affective 

commitment but has no significant relationship with others.  



53 
 

In general, the findings of Betzatha General Hospital have indicated that transformational 

leadership is effective in affecting significantly both organizations‟ affective and continuance 

commitments without having any significant effect on normative commitment whereas 

transactional leadership is effective in affecting significantly organizations‟ normative 

commitment. Compared to transformational and transactional leadership, laissez-faire 

leadership has significant and negative correlation with affective organizations‟ commitment 

but does not have any significant correlation to both continuance and normative commitments. 

5.3 Suggestions 

It is clear that owners and managers want their organizations to have sustainable development 

and growth. One of the ways to achieve this is to create favorable conditions to employee. 

Based on the findings of this study, I suggest the following points to Betzata and Girum general 

hospitals and for future research. 

5.3.1 Suggestions for Girum General Hospitals 

The recommendation from the present research for the leaders of Girum General Hospitals 

recommended to follow transformational leadership style was more preferable to lead their 

employee‟s in order to increase the level of organizational commitment. It is suggested that the 

leaders of Girum General Hospitals should pay more consideration to evolving efficient group 

work and express deep concern and trust to co-workers through transformational leadership 

activities. This is because leaders can play a role in building commitment by promising that the 

organization makes effort to discourse both the work content and the work context by attractive 

in management performs to increase mental attachment of employee‟s to the organization. 

Leaders of Girum General Hospitals attempt to avoid the laissez-faire leadership style in order to 

increase the level of organizational commitment of employee‟s in their organization, and attempt 

to increase affective commitment of employee‟s to their organization because affective 

commitment was predict the other types of commitment levels than the others continuance and 

normative commitments.  Employees of Girum General Hospitals attempt to do better for their 

organization and talk and discuss about the problems which makes uncomfortable evidently 

rather than leave their organization because leaving the organization was not the correct solution 

of the problem. 
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5.3.2 Suggestions for Betzata General Hospitals 

The study presented here suggests that the interactions of transformational and transactional 

leadership styles are possibly important point of effect in affecting attitudes toward commitment 

to the organization. 

It is suggested that the leaders of Betzata General Hospital should pay more attention to 

developing efficient team work and direct deep concern and trust to co-workers through 

transformational leadership conducts. This is because leaders can play a role in building 

commitment by promising that the organization makes effort to address both the work content 

and the work context by attractive in management practices to increase mental attachment of 

employees to the organization. 

To improve the lowest mean score of continuance commitment, Betzata General Hospital should 

try to improve their payments and other benefit systems to develop organizational commitment 

otherwise they need not stay there. 

Because both transformational and transactional leadership styles has been found to have a 

significant and positive relationship with organizational commitment, Betzata General Hospitals 

should try to maintain these leadership styles within their organizations as committed employees 

are most desirable. For transactional leadership, recognizing activities and prospects, and taking 

direct action rather than waiting for problems to become serious. 

Since the laissez-faire leadership has significant and negative correlation with affective 

organizational commitment, leaders should avoid such behaviors like showing insignificance, 

overseeing achievements, and unawareness of problems to improve the commitment levels of 

employees. In other word, leaders may be able to improve their laissez-faire leadership behaviors 

by giving negative feedback in a timely manner and using language that is both clarifying and 

encouraging. 

Based on the findings that exposed the significant effect of leadership styles on organizational 

commitment, it is authoritative to found a sound system of benefits, promotion, and development 

in order to increase employee‟s organizational commitment.  
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5.3.3 Suggestions for Future Research 

In future research, it would be interesting to assess causal effect and consider alternative modes 

of requests such as employing the longitudinal design (e.g. observations or interviews) to 

determine if the findings tested are likely to be sustained. Further research should also involve a 

nationwide survey covering samples from the whole population of the hospitals in Ethiopia. 

Future studies can benefit by including leadership styles and other variables such as loyalty or 

self-efficacy beliefs in determining organization commitment. Comparisons can also be made 

between the private and public hospitals. 

The findings of this study may not be generalized to the whole hospitals or to other types of 

organizations in the country. Generalization of the present findings should, therefore, be 

examined in future research in public hospitals and other private hospitals organizations with 

balanced gender, and more heterogeneous samples. 

The future research can be done by focus on other related factors. In this research, the main 

factor that affects the organization commitment in Betzata and Girum General Hospitals are 

leadership styles which include transformational, transactional, and laissez-faire leadership style. 

Thus, there is a limitation in this research study because the other factors that might also affect 

the organizations commitment in Betzata and Girum General Hospitals, such as environmental 

factors, competition, population and demographics were not covered by our study. 

Furthermore, researchers might further examine the particular circumstances under which 

leadership behaviors might influence continuance commitment.  

Taken as a whole, the suggestions for future research offer additional opportunities to further 

investigate the amount of variance that the three leadership styles explain in all types of 

organizational commitment. 
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Appendices 

Appendix 1: Questionnaire to be filled by Employees ofBetzata General Hospital 

and Girum General Hospital 

 

ADDIS ABABA UNIVERSITY COLLEGE OF BUSINESS AND 

ECONOMICSSCHOOL OF COMMERCE 

OFFICE OF GRADUATE STUDIES 

Questionnaire to be filled by Employees of 

Betzata General Hospital and Girum General Hospital 

Dear Respondents: 

I, Sharachew Admassie, a graduate student of Addis Ababa University School of commerce, 

department of Human Resource Management, have designed this questionnaire to collect data 

from employees of Betzat General Hospital and Girum general hospital. 

The purpose of this data collection is solely for academic purpose as part of writing MA thesis 

on the effect of leadership styles on organizational commitment. I kindly request your 

cooperation to spend your precious time to fill the questionnaire. The information you may 

provide will remain confidential and will not be used to any purpose other than academic.  

Please answer all questions. If you are interested to have further information in filling this 

questionnaire, you can contact me: 

Tel No. 0911-90-82-05 

Or Email: sharachew123@gmail.com. 

Thank you very much for your cooperation. 

General Instructions 

1. You are not required to write your name. 

2. All questions are equally important for the completion of the study. 

SECTION I:  DEMOGRAPHIC CHARACTERISTICS OF RESPONDENTS 
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Instruction  

1. Age group 

Under26              26-35              36-45                46-55                  56-65  >66 

2. Gender 

Male                            Female 

3. What is your job title? 

   Doctor             Nurse             Laboratory Tech.         Pharmacy             Admin. Worker            

4. How long have you worked for the current organization? 

Less than 4 years4 to 8 years9 to 14 yearsMore than 14 years 

5. How long have you worked for your current leader?  

Less than 2 years2 to 6 years7 to 10 yearsMore than 10 years 

6. How long is your previous work experience on the same position? 

Less than 2 years2 to 6 years7 to 10 yearsMore than 10 years 

7. Marital Status:  Married                      Single                Divorced                 Widowed  

8. Qualification:  Less than Diploma                   Diploma                 Advance Diploma 

First Degree                Second Degree                       PhD                     Other________ 

SECTIONII: EMPLOYEE OPINION ON MULTIFACTOR LEADERSHIP 

QUESTIONNAIRE 

This section consists of questions related to the three leadership styles which are 

Transformational leadership style, Transactional leadership style and laissez faire leadership 

style of your previous direct leader from your perspective. This questionnaire is designed to help 

you describe your leadership style as you perceive it. Please answer items below by circling a 

number from 0 to 4 that best reflects your perception. 
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 Transformational Style:      

1 My leader e-examines critical assumptions to 

question whether they are appropriate 

0 1 2 3 4 

2 My leader talks about their most important values 

and beliefs 

0 1 2 3 4 

3 My leader seeks differing perspectives when 

solving problems 

0 1 2 3 4 

4 My leader talks optimistically about the future 0 1 2 3 4 

5 My leader instills pride in me for being associated 

with him/her 

0 1 2 3 4 

6 My leader talks enthusiastically about what needs 

to be accomplished 

0 1 2 3 4 

7 My leader spends time teaching and coaching 0 1 2 3 4 

8 My leader goes beyond self-interest for the good 

of the group 

0 1 2 3 4 

9 My leader treats me as an individual rather than 0 1 2 3 4 
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just as a member of a group 

10 My leader acts in ways that builds my respect 0 1 2 3 4 

11 My leader considers the moral and ethical 

consequences of decisions 

0 1 2 3 4 

12 My leader helps me to develop my strengths 0 1 2 3 4 

13 My leader suggests new ways of looking at how to 

complete assignments 

0 1 2 3 4 

14 My leader emphasizes the importance of having a 

collective sense of mission 

0 1 2 3 4 

15 My leader expresses confidence that goals will be 

achieved 

0 1 2 3 4 

 Transactional style:      

16 My leader provides me with assistance in 

exchange for my efforts 

0 1 2 3 4 

17 My leader fails to interfere until problems become 

serious 

0 1 2 3 4 

18 My leader focuses attention on irregularities, 

mistakes, exceptions, and deviations from 

standards 

0 1 2 3 4 

19 My leader discusses who is responsible for 

achieving  specific performance targets 

0 1 2 3 4 

20 My leader waits for things to go wrong to take 

action 

0 1 2 3 4 
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SECTION III:  Employee Opinion on Organizational Commitment Questionnaire  

Please respond to the following questions and indicate the extent of your agreement or 

disagreement with each statement as objectively as you can by circling a number from 0 to 4. 

Whatever information you give me is strictly confidential and could be used for academic 

purpose only, so please respond honestly. 

21 My leader takes action on a problem when it 

becomes chronic. 

0 1 2 3 4 

22 My leader keeps track of all job related mistakes 0 1 2 3 4 

23 My leader directs my attention towards meeting 

standards 

0 1 2 3 4 

24 My leader expresses satisfaction when I meet 

expectations 

0 1 2 3 4 

 Laissez-Faire style:      

25 My leader avoids getting involved when important 

issues arise 

0 1 2 3 4 

26 My leader avoids making decisions 0 1 2 3 4 

27 My leader delays responding to urgent questions 0 1 2 3 4 

28 My leader allows me to do my job on my own 

initiative 

0 1 2 3 4 

29 I am provided with complete freedom to make 

decisions about my job 

0 1 2 3 4 
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0 1 2 3 4 

 Affective Commitment:      

1 I feel like part of the family at this organization 0 1 2 3 4 

2 This organization has a great deal of personal 

meaning for me 

0 1 2 3 4 

3 I feel a strong sense of belonging to this 

organization 

0 1 2 3 4 

4 I feel emotionally attached to this organization 0 1 2 3 4 

 Continuance Commitment:      

5 Too much of my life would be disrupted if I 

decided that I wanted to leave this organization 

now 

0 1 2 3 4 

6 I would not leave this organization right now 

because of what I would stand to lose 

0 1 2 3 4 

7 It would be very costly for me to leave this 

organization right now 

0 1 2 3 4 
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================= Thank you for your co-operation!!===================== 

  

  

 

 

 

 

 

 

 

 

 

8 For me personally, the cost of leaving this 

organization would be far greater than the benefit   

0 1 2 3 4 

 Normative Commitment:      

9 Even if it were to my advantage, I do not feel it 

would be right to leave my organization now 

0 1 2 3 4 

10 I would violate a trust if I quit my job with this 

organization now 

0 1 2 3 4 

11 I would feel guilty if I left my organization now 0 1 2 3 4 

12 I would not leave this organization right now 

because I have a sense of obligation to the people 

in it 

0 1 2 3 4 
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Appendix 2: Interview Questions 

ADDIS ABABA UNIVERSITY 

SCHOOL OF COMMERCE 

POST GRADUATE PROGRAMS MASTERS OF HUMAN RESOURCE MANAGMENT 

(MHRM). 

Dear Respondents!  

The interview questions are aimed to explicating findings on the leadership styles of leaders at 

Betzata hospital and Girume General Hospital perceived by them, by their subordinates and the 

overall association between the leaders, their subordinates and their effect on organizational 

commitment. You are thus expected to describe the situation based on your personal view and 

experience. I will be asking each question and I could add searching questions when there is a 

need to clarify the situations further.  

Your participation is based on your rich experience and long service year in the hospital. 

Participation for this interview is accorded to your willingness.  

I thank you  

1. How do you describe the Transformational Leadership style behaviors of the hospital leaders?  

2. How do you describe the Transactional Leadership style behaviors of the hospital leaders?  

3. How do you describe the Laissez-faire Leadership style behaviors of the hospital leaders?  

4. What is the leadership style of the organization as you perceive?  

5. What is the level of your commitment to your organization?  

6. What do you think about the relationship between leadership style of your organization and 

your organizational commitment?  

 


