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Abstract
The purpose of this study is to investigate the effect of demographic variables on
the perception of employees’ about immediate superiors, heads of government
agencies’ Transformational Leadership behaviors and its influence on employees’
organizational commitment.
Data are collected through questionnaires from 255 respondents. The instruments
used are adapted from Multifactor Leadership Questionnaire (MLQ) developed By
Bass and Avelio (1997); and Organizational Commitment Questionnaire (OCQ)
proposed by Meyer and Allen (1995).
The findings of the study show a lower manifestation of Transformational
Leadership behaviors (M=2.16) and Organizational Commitment (M=3.11). The
variance explained by Transformational Leadership behaviors in Organizational
Commitment is 19.2 percent. Demographics variables in total explained only 1.2
percent (adjusted R2) of the variation in Transformational Leadership, (R2 = .016),
F=4.105, p=.044).The Beta analysis also shows “Age” emerged as the significant
predictor demographic variable of Transformational Leadership (β =0 .126, p=.044).
Employees who stayed under one superior for more than 3 years have relatively the
lowest Organizational Commitment. New comers are found having relatively better
Organizational Commitment, Affective Commitment, and Normative Commitment
than senior employees, while employees who serve longer and less in their
educational background have relative higher Continuance Commitment.
KEY WORDS: Demographic
Organizational Commitment.
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1. Introduction
Transformational Leadership behaviors introduced by Burns, (1978) and developed
further by Bass, (1985), Bass & Avolio, (1994) and Bass & Riggio, (2006) is often
seen as a promising approach to understand the role of leadership in employees’
organizational commitment. In well over 100 empirical studies, Transformational
Leadership has been found to be consistently related to organizational commitment
and leadership effectiveness (Bryman, 1992; Lowe, Kroeck, & Sivasubramaniam,
1996).
However, most of these studies were not conducts in public organizations. And the
influence of demographic variables on subjective’ perception of their superiors’
Transformational Leadership behavior and its effect on their commitment were not
extensively studied.
Therefore, recognizing a gap in the literature, which provided no clarification of the
extent of manifestation of Transformational Leadership behaviors and employees’
Organizational Commitment, within the context of government agencies and
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respondents’ perception based on their demographic variables are the main
purposes of this study.
2. Objectives of the Study
The major objective of this study is to examine effects of subordinates’ demographic
variables on their perceptions of immediate superiors’ manifestation of
Transformational Leadership behaviors and on their organizational commitment.
Hence, the specific objectives of this study are:
1. To undertake assessment to what extent Transformational Leadership behaviors
is perceived particularly based on their demographic;
2. To assess the level of commitment of employees of government agencies based on
their demographic;
3. To identify the effect of demographic of subordinate’s on their perception of their
superior’s transformational leadership behaviors;
4. To assess the effect of
demographic variables on employee’s organizational
commitment level.
3. Research Question
The following research questions are addressed by this study:
1. To what extent that heads of government agencies exhibit transformational
leadership behaviors as perceived by their direct reports based on their
demographic variables?
2. To what extent those immediate subordinates of heads of government agencies
commit to their organizations based on their demographic variables?
3. What is the influence of demographic variables on the perception of employees’
transformational leadership behaviors of their leaders?
4. What is the relationship between demographic variables of respondents and their
organizational commitment?
4. Literature Review
4.1. Transformational Leadership
Transformational leadership refers to a class of theories that describe effective
leaders as those able to inspire their followers to perform at higher levels than they
would under normal circumstances (Den Hartog et al., 1997).Transformational
leaders develop their follower (thought coaching effort and personal involvement) to
the point where the followers are able to take on leaders roll and perform beyond
standard or goal (Yukl, 1990). According to Bass and Avolio, (1994) the
consequence of Transformational leadership behavior is that followers develop the
capacity to solve future problems which might be unforeseen by the leader.
Transformational leader engages with others in such a way the leader and the
followers raise one another to a high level of motivation (Yammario &Bass, 1990).
The distinctive dimensions of Transformational Leadership are Idealized Influence
(trust, respect, and pride stimulated by and emotional identification with the
leader), Intellectual Stimulation (encouraging followers to question their own way of
doing things and become innovative), Inspirational Motivation (encouraging
followers to improve their contribution by articulating a compelling vision), and
Individualized Consideration (providing personal attention, empathy, and
encouragement for self-development of followers) (Bass & Avolio, 1993).
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In this study additional dimension or component, Empowerment is used because it
is considered as a core component of Transformational leadership by (Behling &
McFillen, 1996; Kouzes & Posner, 1987; Podsakoff et al., 1990; Yukl, 1999; cited in
Edward, Jennifer R, 2008).
4.2. Organizational Commitment
According to Allen & Meyer, (1990), Organizational Commitment has three general
components: attachment to the organization (Affective Commitment), perceived
costs associated with leaving the organization (Continuance Commitment), and
feelings of obligation to the organization (Normative Commitment).
Mathieu and Zajac, (1990) in a meta-analytic study of 14 studies with 7420
subjects involving gender and Organizational Commitment obtained a mean
correlation of 0.089 for organizational commitment and gender. They suggest that
gender may affect employee’s perceptions of their workplace and attitudes towards
the organization. Hawkins, (1997) Kalderberg and his colleagues, (1995); Colbert
and Kwon, (2000) founds no significant difference between the mean level of
commitment for female and male high school principals. Ngo and Tsang, (1998)
supported the viewpoint that the effects of gender on commitment are very subtle.
The antecedents of Affective Commitment to the organization include personal
characteristics- age, gender, organization tenure, educational level etc-, (Meyer &
Allen, 1991). The relationship between demographic variables and affective
commitment are neither strong nor consistent (Meyer & Allen, 1997).
Age and tenure are best thought of as substitute variables of accumulated
investments and perceived alternatives and not as direct predictors of Continuance
Commitment (Meyer and Allen, 1997). Wahn, (1998) on the other hand, argued that
women can exhibit higher levels of continuance commitment that men can.
Normative Commitment- John P. Meyer et al., (2002), argued that organizational
tenure correlated less strongly with normative commitment in studies outside
North America. Allen and Meyer, (1990) reported that factors such as (education,
age, etc.) may influence the level of normative commitment).
In general, although the relationship between gender, age and tenure as well as
educational level and organizational commitment has been extensively studied, the
literature has yet to provide strong and consistent evidence to enable an
unequivocal interpretation of the relationship (Meyer & Allen, (1997).Specially their
relationship with that of Transformational leadership is not well addressed.
5. Research Methodology
5.1. Research Technique
The research technique that this study followed is descriptive research .Data is
collected from both primary and secondary sources.
5.2. Population
This study is conducted in three Zones (sub-divisions of a regional state) and 16
woredas (sub-division of a Zone) of the Amhara National Regional State, Ethiopia
which are selected by their convenience. At each Zone and Woreda level there are
at least 13 government agencies or offices (such as: Education, Health care,
Agricultural development, etc,) who directly involve in serving the rural population.
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The population for the study is therefore, 798, the total actual number of
immediate subordinates of each of heads of agencies or “job process owners”.
5.3. Sample
The sampling technique used in this study is stratified sampling .The total
population is divided into two strata (i.e. Zone and Woreda administrative levels). A
sample of 330 (At Zone level, 90; and at Woreda level, 240) was randomly selected
from 13 government agencies. Questionnaires were distributed to the 330 and 264
responses were received, incomplete responses were removed, and 255 useable
questionnaires were collected.
5.4. Research Instruments
Transformational Leadership behaviors is measured by questionnaire adapted from
The Multifactor Leadership Questionnaires (MLQ-form 5x) developed by (Bass &
Avolio, 1995). This instrument contains 30 items that are rated using a 5-point
Likert scale with anchors labeled as 0=not at all,1=once in a while,2= sometimes,
3=fairly often,4=frequently, if not always.
The most ideal level of effective leadership suggested by (Bass and Avolio, 1997) is a
mean of 3.0 or above is taken as a standard for measuring the transformational
leadership behaviors and dimensions.
The adapted instrument reliability and validity is tested by cronbach’s Alpha (.897),
factor analysis, the five factors components explained about, of variance, (56
percent ), and inter- component correlations(r=.546 -.726 ).
The second instrument adapted from Organizational Commitment Questionnaire
(OCQ), developed by (Meyer &Allen, 1997) has 15 items rated using a 5-point Likert
scale with anchors labeled: 1=strongly disagree, 2= disagree, 3= neither agree nor
disagree, 4=agree, 5= strongly agree. It is self-scoring questionnaire.
The reliability and validity tests of the instrument were a) the cronbach’s alpha of
Organizational Commitment instrument is .761, and the three subscales, Affective
Commitment, Continuance Commitment, and Normative Commitment have
cronbach’s alpha .649; .641; .669 respectively b) the factor analysis, five
components explained about 60 percent of the variance; and c) the inter component correlations are between (r=.230-.439; p<0.01).
5.6. Data Analysis: descriptive statistical analysis, Pearson’s product movement
correlation and Stepwise multiple regressions are used.
1.
Results of Data Analysis
2.
6.1. Respondents Demographics Data
Respondents provided their gender with male accounting for 89.8 percent; more
than two-third of the respondents 67.8 percent (N=173) were undergraduate, and
28.6 percent (N=73) were diploma holders. 38.8 percent (N= 99), are below 26 years
of age, 28.2 percent (N=72) of them were between the age of 26 and 35 years, and
another 18.8 percent (N=48) are between 36-45 years old. In general about 67
percent of respondents are below the age of 36 and 85.9 percent of the respondents
are below 46 years old (Table 1).
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In addition to this, 37.3 percent (N=95) of the study subjects have experience of one
year or below, and 27.4 percent (N=70) of them have up to 3 years work experience.
Overall 64.7 percent of the respondents served in the organization up to 3 years.
53.3 percent (N=136) have an experience of one year or below under their current
immediate superior, while the other 25.9 percent (N=66) serve from one – two years.
In general, 79.2 percent of them have worked under their current superior up to
two years. Hence, the majorities of respondents are male, youngsters, first degree
holders, and have an experience of one year or below in the organization and under
their current superior.
Table 1: Demographics of the Sample (N= 255)
Frequency
Gender
Male
229
Female
26
Age
less than 26 yrs
99
26 up to 35 yrs
72
36 up to 45 yrs
48
46 up to 55 yrs
35
56 yrs and above
1
Education
grade 12 complete
7
Diploma
73
Under graduate
173
Masters
1
.Others
1
experience
one yr and below
95
with
above 1yr up to 2yrs
34
organization
2yrs up to 3yrs
36
3yrs up to 4 yrs
17
above 4yrs
73
experience
1yr and below
136
with
1 up to 2yrs
66
superior
.Greater than 2yrs
24
and up to 3yrs
more than 3yrs
29

Percent
89.8
10.2
38.8
28.2
18.8
13.7
.4
2.7
28.6
67.8
.4
.4
37.3
13.3
14.1
6.7
28.6
53.3
25.9
9.4
11.4

6.2. Research question one:
Research Question 1 state that “To what extent that heads of government agencies
exhibit transformational leadership behaviors as perceived by their subordinates
based on their demographic variables?”
As illustrated in Table 2, male participants’ perception means score is better than
females (M=2.17 vs. M= 2.03). Respondents whose educational level is only 12th
grade completed and those 56 years and more old have relatively the highest and
equal perception (M=2.67) of transformational Leadership behaviors. Those who
serve in the organization from 3-4 years have relatively the least perception
(M=1.83).In two demographic variables “years of experience in the organization”,
and “years of experience under current superior”, participants who stayed for 1-2
years rated, 2.35.and 2.19 respectively.
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6.3. Research Question Two
Research Question 2 states that “To what extent those immediate subordinates of
heads of government agencies commit to their organizations based on their
demographic variables?”
The results reported in Table. 2 Illustrate descriptive statistics of organizational
commitment, Affective commitment, Continuance commitment, and normative
commitment based on demographic variables.
Gender: male participants have relatively better Organizational Commitment
(M=3.12), Affective Commitment (M=3.54), Continuance Commitment (M=2.83), and
Normative Commitment (M=2.98), than female.
Age: respondents who are 46-55 years old have relatively the highest
Organizational Commitment (M=3.32), Affective Commitment (M=3.75), and
Continuance Commitment (M=3.03),. Participants with 56 years and more have
relatively the highest Normative Commitment (M=3.20), and lowest Organizational
Commitment (M=3.00), Affective Commitment t (M=3.20), and Continuance
Commitment (M=2.6), (Table2). The table also displays that respondents whose
educational level is grade 12th completed have relatively the highest (M=3.26) of
Continuance Commitment.
Year of experience in the organization: Subordinates who serve in the organization
one year or below have the lowest Continuance Commitment (M=2.73). But those
who serve for more than 4 years in the organization have relatively the highest
Continuance Commitment (M=3.01), while those who served more than 4 years
have the highest Organizational Commitment (M=3.17), those who serve 1-2 years
have relatively the highest Affective Commitment (M=3.63), and Normative
Commitment (M=3.00). Participants with 3-4 years service rated the lowest for
organizational commitment (M=2.95), Affective Commitment (M=3.15) and
normative commitment (M=2.91) (Table2).
Years of experience under current superior: respondents who served under their
current superior for one year or below have the highest Organizational
Commitment (M=3.13), Affective Commitment (M=3.55) and Normative
Commitment (M=3.02) level, while those served for 3 and more years have the
lowest for organizational commitment (M=2.92), affective commitment (M=3.38),
Continuance Commitment (M=2.61), and Normative Commitment (M=2.78) (Table
2).
In general, employees who worked for three years and more under the current
superior have the lowest Organizational, Affective, Continuance Commitment and
Normative Commitment. Subordinates who are female, who are 56 and more years
old, those who serve in the organization for one year or below, and those who serve
for more than 3 years under their current superior have relatively the lowest
Continuance Commitment.
Overall according to the perception of the study subjects’ heads of government
agencies are not Transformational Leaders. Employees are not commitment to their
organization.
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Table 2: Mean and Standard Deviation of Transformational Leadership,
Organizational Commitment and subscales based on demographic (N = 255)
TL
OC
AC
CC
NC
M
Std M
Std M
Std M
Std M
Std
Gender
Male
2.1 .71 3.1 .52 3.5 .72 2.8 .71 2.9 .64
7
4
2
1
4
8
3
6
8
4
Female
2.0 .68 2.9 .43 3.3 .56 2.7 .72 2.7 .61
3
6
7
0
7
5
6
2
8
8
Age
< 26 yrs
2.0 .68 3.0 .43 3.4 .68 2.7 .67 2.9 .57
8
9
5
1
8
1
0
7
6
2
26
2.2 .69 3.1 .56 3.5 .71 2.9 .78 2.9 .72
35yrs
0
0
2
6
2
9
1
4
2
6
36 up to
2.0
45 yrs
4

.83
4

3.0
5

.56
1

3.4
9

.76
4

2.8
1

.71
5

2.8
6

.65
1

46 up to
2.4
55 yrs
6

.56
8

3.3
2

.51
3

3.7
5

.72
5

3.0
3

.62
2

3.1
8

.61
9

56yrs
and
above

2.6
7

.

3.0
0

.

3.2
0

.

2.6
0

.

3.2
0

.

grade
12th
complete

2.6
7

.59
0

3.0
3

.43
0

3.4
9

.82
3

3.2
6

.32
1

2.3
4

.55
0

2.1
4
Under
2.1
graduate 5
Masters
1.8
0
Years
of 1yr
or 2.1
experience below=95 2
in
above
organizatio 1yr up to 2.3
n
2yrs,
5
N=34
2yrs up
to
2.1
3yrs,N=3 0
6
3yrs up
1.8
to 4 yrs
3
,N=17
above
2.2
4yrs
3
N=73
Years
of 1yr
or
2.1
experience below
6
under
N=136

.71
7
.71
0

.53
9
.50
2

.79
5

2.9
9
2.9
6
3.4
0
2.9
9

.67
4
.61
5

.70
4

3.0
0
2.7
4
1.4
0
2.7
3

.74
8
.68
8

.53
8

3.5
0
3.5
5
3.0
0
3.5
8

.70
6
.71
9

.67
5

3.1
6
3.0
8
2.6
0
3.1
0

.73
2

3.1
3

.40
3

3.6
3

.58
1

2.7
7

.58
5

3.0
0

.62
7

.74
5

3.0
3

.47
4

3.3
4

.84
5

2.7
8

.54
5

2.9
7

.56
7

.85
0

2.9
5

.61
4

3.1
5

.84
1

2.7
9

.46
1

2.9
1

.81
0

.68
5

3.1
7

.52
0

3.5
9

.65
8

3.0
1

.75
9

2.9
2

.61
3

.71
1

3.1
3

.52
5

3.5
5

.71
1

2.8
1

.75
7

3.0
2

.68
3

Education

Diploma

.

.

.

.

.
.67
4
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superior

1 up to
2.1 .73 3.0 .52 3.4 .74 2.8
2yrs
9
7
9
5
8
7
5
N=66
more
than
2.1 .66 2.9 .51 3.3 .80 2.6
3yrs,N=2 1
8
2
0
8
2
1
9
TL=transformational
leadership,
OC=organizational
AC=affective commitment, CC=continuance commitment,
commitment

.69
8

2.9
4

.61
4

.61
7

2.7
8

.60
8

commitment,
NC=normative

6.4. Inter- Correlations
As Table 3 illustrates gender is negatively significantly correlated with Age (r=.195, p<.01) and with Experience in the Organization(r=-.138,p<05);Work Area is
negatively significantly correlated with Age(r= -.192,p<.01) and with Education(r=.179,p<.01);Age
is
positively
correlated
with
Experience
in
Organization(r=.494,p<.01) ,with Experience under Superior(r=.286,p<.01) and
negatively significantly related with Education(r=-.285,p<.01);Education is also
negatively and significantly correlated with Experience in Organization(r=.254,p<.01),and with Experience under Superior(r=-.333,p<.01). Experience under
Superior is also positively significantly related with Experience in
Organization(r=.481, p<.01). Experience in organization has highest positive
correlation with age and with experience under superior.
Table 3: Inter-correlations among the Demographic Variables (N = 255)
1
1
-.014
-.195**
-.011

2

3

4

5

Gender
work area
1
Age
-.192**
1
**
Education
-.179
-.285**
1
experience in
-.138*
.025
.494**
-.254**
1
organization
experience under
-.057
.067
.286**
-.333**
.481**
superior
**. Correlation is significant at the 0.01 level (2-tailed),*. Correlation is
significant at the 0.05 level (2-tailed).
6.5. Research Question Three
Research Question 3 stated that, “What is the relationship between demographic
variables of respondents and their perception of transformational leadership
behaviors and its dimensions?”
As table 4 indicates only “Age” is positively significantly associated with
Transformational Leadership behaviors (r=.126, p<0.05), Individual Consideration
(r=.135, p<0.05), and Empowerment (r=.134, p<0.05). The other demographic
variables (gender, work area, education, years of experience in the organization,
and years of experience under superior) have no significant correlation with any of
components of Transformational Leadership. Gender and education are negatives
for all dimensions and Transformational Leadership.
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Table 4: Correlation between Demographic variables and Transformational
Leadership
Idealize
Intellectua Individualize
d
Inspiration l
d
Influenc al
Stimulatio consideratio Empowerme Transformation
e
Motivation n
n
nt
al Leadership
Gender

-.018

-.010

-.073

-.091

-.061

-.061

work area -.042

.043

.046

-.045

-.065

-.018

Age

.084

.070

.135*

.134*

.126*

Education -.003

-.022

-.018

-.037

-.026

-.026

experience
in
-.006
organizatio
n

.011

-.015

.021

.047

.015

experience
under
-.019
superior

-.063

.001

.001

.020

-.013

.100

**. Correlation is significant at the 0.01 level (2-tailed).*. Correlation is
significant at the 0.05 level (2-tailed),
6.6. Variance of Transformational Leadership Explained by Demographic
Variables
To see if demographic variables significantly predicted the perception of
Transformational Leadership, stepwise regression analysis is used. As Table 6
reveals demographics variables explained only 1.2 percent (adjusted R2) of the
variation in transformational leadership, (R2 = .016), F=4.105, p=.044).The Beta
analysis also shows “Age” emerged as the significant predictor demographic
variable of transformational leadership (β =0 .126, p=.044) .the rest dimensions:
gender, work area, education, years of experience in the organization and years of
experience under their current superior are not significant
Therefore, the findings of this study shows that older and less educated
subordinates have relatively better perception of Transformational Leadership
behaviors of their superiors. As the descriptive statistics in Table1 contained 67
percent of respondents are below the age of 36 and more than two-third or 67.8
percent are undergraduates. Therefore, the probable reason might be older
respondents are less in their educational level.
Table 6: Variance of Transformational Leadership predicted by Demographic
variables
Regression analysis
Model

R

R Square

Adjusted R Std. Error of
Square
the Estimate F

1

.126

.016

.012

.708

4.105

Sig.
.044
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Coefficients
Standardized
Coefficients
Model
1

Std. Error
(Constant)
Age

.097
.041

Beta

T

Sig.

.126

20.513
2.026

.000
.044

6.7. Research Question Four
Research Question 4 stated, “Are there relationships between demographic variables
of respondents and their organizational, affective, continuance, and normative
commitment?”
To answer research questions 4 as Table 5 indicates only “Age” is positively and
significantly correlated with Organizational Commitment, (r=.129, p<0.05). This is
consistent with previous researchers, such as (Mathieu and Zajac ,1990; Brief &
Aldag, 1980; Dornstein & Matalon, 1989; Kushman, 1992; Morrow & Wirth, 1989).
But the study of Colbert and Kwon (2000) had not been able to show a significant
link between Age and Organizational Commitment.
On the other hand, in this study, there is no significant correlation between
Demographic variables (gender, education, years of experience in the organization,
and years of experience under the superior) and Organizational Commitment (Table
5).
Other researchers such as, (Loscocco, K. A., 1990; Kalderberg et al., 1995; and
Hawkins, 1997) did not find significant difference between the mean level of
commitment for female and male.
But there was general support as there is a positive correlation between
organizational commitment and organizational tenure (Kushman, 1992; Mathieu &
Zajac, 1990; Meyer & Allen, 1997).
The current study reveals that subordinates who are older (46-55 years old), and
those who serve for few years (1-2 years of experience in the organization) have
relatively better organizational commitment; while the study of
Chu, ChienHong’s , (2007) showed older, and long-term employees have a higher level of
organizational commitment. Meyer and Allen, (1993) also reported that middle
tenure employees exhibited less measured commitment than new or senior
employees did.
However, this findings shows that respondents who worked in the organization,
and under the same superior for more than 3 years, have the lowest Organizational
Commitment.
In the current study, male participants have relatively better mean score of
continuance commitment than their female counter-parts. While previous
researchers such as, Wahn, (1998) argued that women can exhibit higher levels of
continuance commitment that men can.
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On the other hand, ‘Age” is positively and significantly correlated with Continuance
commitment (r=.132, p<0.05) while Education has negative statistically significant
(r= -.177, p<0.01) correlation with Continuance Commitment. But Education has
no significant correlation with Affective Commitment, Normative Commitment and
total Organizational Commitment.
Experience in organization: Experience in organization has positive statistically
significant(r= .153, p<0.01) with Continuance Commitment. Overall, Continuance
Commitment is significantly correlated with Age, Education (negatively), and
Experience in Organization.
Normative Commitment and Affective Commitment have no significant correlation
with all six demographic variables indicated (Table 5).while John P. Meyer et al.,
(2002), argued that organizational tenure correlated less strongly with Normative
Commitment in their studies outside North America. Allen and Meyer, (1990)
reported also that factors such as (education, age, etc.) may influence the level of
Normative Commitment).
In this study, respondents who worked in the organization, and under the same
superior for more than 3 years, have the lowest Organizational Commitment.
Table 5: Pearson Correlations Demographics as independent variable and
subscales of Organizational Commitment as dependent (N=255)
o

Organizational Affective
Continuance
Commitment Commitment Commitment

Normative
commitment

Gender
work area
Age
Education
experience
organization

-.089
-.066
.129*
-.012

-.075
-.059
.093
.044

-.029
-.087
.132*
-.177**

-.097
.005
.061
.120

.035

-.034

.153*

-.048

-.019

.011

.027

-.089

experience
superior

in
under

**. Correlation is significant at the 0.01 level (2-tailed).*. Correlation is significant
at the 0.05 level (2-tailed).
6.8. Variance of Organizational Commitment Predicted by Demographic
Variables
Demographic Variables (Table 6) as a group explained 1.3 percent (adjusted R2) of
the variation in Organizational Commitment (R2 = .016) and the significant F-value
(F = 4.210, p=.041). The Beta analysis also reveals “Age” is the only significant
predictor of Organizational Commitment (β =0.128, p=.041). All other Demographic
Variables in the study are not significant predictors of Organizational Commitment.
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Table 6: Variance of Organizational Commitment explained by significant
Demographic variables
Regression analysis

Model R
.128

R2

Adjusted R2

Std. Error of
the Estimate F

Sig.

.016

.013

.511

.041

4.210

Coefficients
Standardized
Coefficients
Model
1

Std. Error

Beta

(Constant) .070
Age

.030

.128

T

Sig.

42.594

.000

2.052

.041

6.9. Variance of Continuance Commitment Explained
Continuance commitment is positively significantly correlated with “Age”, and
“Experience in the organization” but with “Education” negatively (Table 5). The
stepwise regression analysis in (Table 7) displays that demographic variables as
independent variables explained 2.7 percent (Adjusted R2) of the variation in
continuance commitment (R2 = .031). The significant F-value (F = 8.151, p=.005).
The beta analysis in Table 7 also shows that education as demographic variable is
negatively the significant predictor of continuance commitment (β =-.177, p=.005).
The descriptive statistics in Table 1 also illustrates participants who are 46-55
years old, and those serve in the organization for more than 4 years have relatively
the highest continuance commitment. This result is similar with the study of Meyer
and Allen, (1997) who recommended that age and tenure are best thought of as
substitute variables of accumulated investments and perceived alternatives and not
as direct predictors of continuance commitment. Romzek, (1990) also suggested
age and tenure are associated with the accumulation of investments.
As shown in Table 5, education has negative, statistically significant correlation
with continuance commitment, and participants who are 12th grade completed in
their educational level have relatively the highest continuance commitment
(Table1).
This study also shows that those who have experience under current immediate
superior for more than 3 years have the lowest continuance commitment, whereas,
those who stayed below two years have higher continuance commitment (Table 1).
This finding implies that to work for more than two years under the supervision of
one superior is boring and damaging subordinates’ need to stay with the
organization.
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On the other hand, 68.6 percent of respondents are undergraduates and above in
their educational level, 67.1 percent of them are below the age of 35 years, and
71.4 percent have maximum 4 years of experience in the organization (Table 1).
Therefore, these groups might not have a cost to leave the organization; but they
may face lack of job alternative that force them to stay in the organization.
Overall, the study shows demographic variables of respondents’ influence their
continuance commitment only by explaining 2.7 percent of variance, which is very
low.
Table 7: Variance of Continuance Commitment explained by significant
Demographic variables
Regression Analysis

Model

R

.177
Coefficients

R2

Adjusted R2

Std. Error of
the Estimate
F

Sig.

.031

.027

.705

.005

8.151

Standardized Coefficients
Model
1

Std. Error
(Constant)

Beta

.211

Education .077
-.177
Excluded: age, experience in the organization
6.10. Variance of Affecting
Explained

Commitment and

T

Sig.

16.202

.000

-2.855

.005

Normative Commitment

Table 5 displays that all demographic variables are not significantly associated
with affective commitment and Normative Commitment. None of them are found
predictor of affective commitment and Normative Commitment of subordinates.
As it is shown in (Table 1) subordinates who are above 56 years old, those who
have experience of one-two years in the organization, and those who stayed for one
year or below under their current immediate superior have relatively the higher
Normative Commitment. On the other hand, those who are 36-45 years old, and
who have experience more than three years under their current immediate superior
have the lower Normative Commitment. According to Meyer & Allen, (1997)
normative commitment develops on the basis of a particular kind of investment
that employees find difficult to reciprocate such as education. Given the norms of
reciprocity, employees might develop feelings of obligation to the organization as
they try to rectify the imbalance. They also added that cultural and individual
differences exist in the extent to which people will internalize reciprocity norms and
therefore in the extent to which organizational investments will lead to feelings of
indebtedness.
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7. Conclusion
The findings of this study reveal that heads of government agencies are not
manifesting Transformational leadership behaviors. Employees are not committed
to their organizations. However, relatively male respondents’ perception of the
manifestation of their superiors’ Transformational leadership behaviors means
score is better than females (M=2.17 vs. M= 2.03). Subjects of the whose
educational level is only 12th grade completed and those 56 years and more old
have relatively the highest and equal perception (M=2.67) of Transformational
Leadership behaviors. The study participants who stayed 1-2 years in the
organization and under their current superior rated their perception 2.35.and 2.19
respectively.
Age is positively significantly associated with Transformational Leadership
Behaviors (r=.126, p<0.05) , individual consideration (r=.135, p<0.05), and
empowerment (r=.134, p<0.05) In general, demographics variables
in total
explained only 1.2 percent (adjusted R2) of the variation in Transformational
Leadership, (R2 = .016), F=4.105, p=.044).The Beta analysis also shows “Age”
emerged as the significant predictor demographic variable of Transformational
Leadership (β =0 .126, p=.044)
Older respondents have relatively the highest Organizational Commitment, Affective
Commitment, and Continuance Commitment .Respondents whose educational level
is grade 12th completed have relatively the highest of Continuance Commitment.
Subordinates who serve in the organization one year or below have relatively the
lowest Continuance Commitment. Those who serve 1-2 years have relatively the
highest Affective Commitment and Normative Commitment. Participants with 3-4
years service rated the lowest for Organizational Commitment, Affective
Commitment and Normative Commitment. Respondents who served under their
current superior for one year or below have the highest Organizational
Commitment, Affective Commitment and Normative Commitment level, while those
served for 3 and more years have the lowest for Organizational Commitment,
Affective Commitment, Continuance Commitment, and Normative Commitment.
Age is positively and significantly correlated with Organizational Commitment,
(r=.129, p<0.05), and Continuance Commitment (r=.132, p<0.05).Education has
negative statistically significant (r= -.177, p<0.01) correlation with Continuance
Commitment. But it has no significant correlation with Affective Commitment,
Normative Commitment and Organizational Commitment. Experience in
organization has positive statistically significant(r= .153, p<0.01) Continuance
Commitment.
The value of R2 shows that demographic variables as a group explained 1.3 percent
(adjusted R2) of the variation in Organizational Commitment (R2 = .016) and the
significant F-value (F = 4.210, p=.041). The Beta analysis reveals that Age is the
only significant predictor of Organizational Commitment (β =0.128, p=.041).
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