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CHAPTERII :LITERATURE REVIEWY‘

2.1 Introduction : l

This chapter discusses the literature review, on the”congept
behaviour and work commitment among police @T hrou
’ X

e'valuable insig@s’mto the

tial to'enhance work

review of existing literature, this research seekszi

elements that contribute to a supportive W and i

commitment among police officers. \
‘é %

" Q
2.2 Leadership Behaviour\ \A
Leadership has l%;ribed al mf»labrocess by which a person sets

o rl 25 o
direction and mflt:@herstf isha ion, task, or objective, and directs
the organizatiorw y th
Leadership g@uri a::ri
team pe@?

ey

nua f leadership behavi is essential for fostering effective leadership
@y

p \s and cultivating positive work environments. This literature review aims to
r

e the current body of research on leadership behaviour, examining various

it mﬁﬁhesive and coherent” (Clack, 2017).

&

a|éS[E(3t of organisational dynamics, influencing

"
e, emplo ‘,enga ent, and overall success. Understanding the

adership styles and behaviours and their impact on organisational outcomes. By
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synthesising existing knowledge and identifying gaps in the literature, tlc' N;
seeks to contribute to a deeper understanding of how leadership behmMs apes
organisational effectiveness and employee satisfaction.

Pacia and Guevarra (2023) examined the influence of Wal theory of

leadership styles and the moderating role of task struwg;heri satisfaction,

motivation, and performance within the public second ools fWo City.

L
Utilizing a descriptive-correlational research design, study survey E,79

%

high school teachers across 13 public secondar itutiops. Da analms was

Y

ion (Q&ient, and

O

conducted through mean, standard deviation, Peagson

multiple regression analysis. \c)

The findings reveal that teacErs percei IOIK-‘h,eads as exhibiting
various leadership styles, incl diréctive,., suppo \ participative, and
achievement-oriented. Overalm strlc inJeader 4Q\//vas viewed positively by

the teachers. The resu indized that/teac rsle@nced moderate levels of job
i ? 4 b
satisfaction, positive&rk |l
m

‘roq\ d satisfactory performance across different
domains. Correl alysi

path-goal the \ead rsﬁip

ot

sign@nt positive relationships between the

!
165, {\/E’Ek motivation, and teachers' performance.

Howeve n*ignifi?a\ Vﬂti ns@was found between leadership styles, task
Q{ s
structure, and job satisfaction (Pacia and Guevarra, 2023).
D

\Qpreover, task structure demonstrated a weak negative correlation with job

6' faction and a moderate negative correlation with aspects of work motivation, but

it did not significantly relate to teachers' performance. Regression analysis further
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illustrated that path-goal theory leadership styles directly influenced work g

and teachers' performance, while job satisfaction maintained a strong ne evel

independent of leadership styles. Additionally, task structure v!'ted the

relationships between leadership styles, job satisfaction, and te erformance
although it did not moderate work motivation (Pacia & 202 )
This study contributes to the understanding eaders | es that

positively affect teachers' motivation and %ance ferl g 'va

implications for enhancing school leadership and im ing e@ue tio Iqua\;tty The
03|t &Teffectlve
6&&5 providing

results align with the principles of path- Klt)

leaders can enhance motivation and@ance b

necessary support, and removmg 0 acles in t atronal '@aronment (Pacia &
Guevarra, 2023). ﬂ c‘)
&

Bans-Akutey (2021) dISC vari rshl ories, with a focus on the

Path-Goal Theory of g:p He explai ed @olutlon of leadership styles

‘S
from autocratictom efle Ie h‘go\ rlent proaches. The Path-Goal Theory

emphasises moti foIIo to hleveQ:uectlves by adjusting leadership styles

!
based on foll&}d environ I c(rl%'rlcteristics. The theory suggests directive,

supporti Q{ mpaﬂ V)d ac@ment oriented styles based on different

situatio e study also hlgla'_) ts the importance of balancing leadership and

C

ent skills for success in senior roles. Additionally, it analyses other

rship theories like the great man theory, trait theory, behavioural theory,
tuational approach, and skills approach.
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The purpose of the study outlined in the document is to explore and a ge‘
path-goal theory of leadership. Specifically, the study aims to investiga&c:?sage

and effectiveness of the Path-Goal Theory as well as identify and ex hy Steve
Jobs' approach to leadership was not considered effective in guWis followers.
Additionally, the study delves into the concepts of leadekship,and [nanagement,
examines various leadership theories and approaches, phasi eWortance
of understanding the connection between leadership s and mativati nzf n;ggs'n

=\

achieving set objectives. The study concludes by critiquing Steve Jobs' Ie‘@tership
NV

style as predominantly directive, lacking c% tio%\ o\rlower 3@ cteristics
and environmental factors, which ma@ndere e ect@ess as a leader

(Bans-Akutey, 2021). \ I<\
Sarta et al. (2023) stated @y t0 anal qthe \goal leadership style
The

a
ﬁée@heory that explains how

the behaviour of leaders willSinfluenc s perceive the path between

o Q
'_:r"“m
S 2

W

their efforts and goals. Lik \It-u(t

leaders will be g&ul if argable apt their behaviour to the situations

ries, path goal theory also says that

O

d%‘r?hlp will be suitable if employees lack

experien %ﬁow&edﬁ%u waorkyand if work is unstructured and complex. The

idea ofsis eory is that motivﬁplays an important role in how supervisors and
N

S Mates interact and based on that interaction, success can be achieved.

Path-goal theory presents two basic propositions. First, one of the strategic
nctions of the leader is to improve the psychological state of subordinates which




21

results in motivation to perform or satisfaction with work. In other wor ﬁ.
need to become aware of the necessary steps to in turn increase (t;ansic
motivation of subordinates. Second, it asserts that certain sith leader
behaviours will achieve a motivational function. Path-goal thewognizes four
leadership behaviours to increase subordinate motiva .Y.e.f(iur path-goal
leadership styles that serve to provide structure an ard tq subordimates are
directive, supportive, participative, and achievement-@riented. ' ;\o}v
Path-goal theory is a contingency approach to ership in which r&/msible
\H'Aviour ‘@ssary for
to 6‘0n educational

leader is to increase subordinates' motivati% ri

task completion and rewards. This le S very

institutions and its influence is very, hh op. '{&Robert J.House is
used to see the effectiveness of s infdiffer qsitu@s. This theory often
considered a path-goal because cu Q’jhe\ er is like influencing the
perception of because the (x/: effe(T provided @ leader is such as motivation

’
erlf ?neﬁg an@"satisfaction among people in
al.2023). £
O

!
; (mze‘)ﬁmd examined the effect of leadership style,

o

to followers to i

educational institd&(Sar

Astudy%b Irwan et

work m &1’ ar}d byis tio@culture on job satisfaction and employee

b4
perfmc And then, to e>@i’q¥1~e the effect of job satisfaction on employee
N

Nance and to examine the effect of leadership style, work motivation, and
isational culture on employee performance, job satisfaction is mediated by job

tisfaction at the Regional Secretariat Office of Regency/City in South Sulawesi. In
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this study, questionnaires were distributed and documented using dem;e

statistical analysis methods, such as SEM analysis of Amos. The result:% tudy

found that leadership style has a positive and significant effect on oyee job

satisfaction. In turn, work motivation has a positive and signiwffect on job

satisfaction. Organisational culture has no positive or ificant iffect on job

satisfaction. Leadership style has a positive and si ant ef. eWployee

L
performance. Work motivation has a positive and ificant effect m e

Y

performance. Organisational culture has no _posi and gsignificant eftect on
erCd ly afféstsemployee

employee performance; job satisfaction positiv

performance. Job satisfaction can r@e infl

employee performance. Employee job satisfacti rTwe i}t\é,the effect of work
motivation on employee perfor@b sétisfaction can Sanediate the influence

&

of organisational culture on erMee e.

The study condutted a;he ReI)nal ecr@ Office of Regency/City in
. & $
South Sulawesi fouw{at

significant impa oth j
organizationac}ie didl not

employee p man?e. Jo :at'sfa:@ was identified as a crucial mediator in the

v,

ade

l

tyle and motivation have a positive and

ati ctior@d employee performance. However,
i
w'a Eiéﬁ?ficant effect on either job satisfaction or
relationship between IeadershiQ%J;, work motivation, and employee performance
N
( t al.,2020).

A study conducted by Zakaria et al. (2015) states that effective leadership
m

bolises the success of a government department. Appropriate leadership behaviour
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in an organisation is seen as very important to determining the success O&N’X;
the organization. The formation of an excellent 5S (Seiri, Seiton, Seiso, S?eiketsu, and
Shitsuke) work culture depends on an organisation's leadership behaviour.”

The use of appropriate leadership behaviour will help the organi \tion to forma
5S work culture more effectively. This study focuses o %:tlo ship between
leadership behaviour and the 5S work culture in the p sector in W In this

context, the study focused on public sector organisati hat focus on ur’Iea

behaviours, namely command-oriented Iea rshipiw suppgrt-oriepted Ié@ershlp,

e\iershl sed on the
ilot st@(was conducted,

u K aires involved 156

participation-oriented leadership, and achi eme orieﬂt

Goal Path Theory founded by Rober 1971.

and Cronbach's alpha value is 0.96 he distri

N
respondents who were staff me the@ub tor @ort group in Putrajaya.
The study data was analysed usi ac for Social Science (SPSS)
version 22. The resultsof t dy fou d that'the lea hlp behaviour variable in this

it work(}fture It is hoped that with the

study has a posm rela oni
information obtg mt of théoféudy, the leadership behaviour approach

g..

l
that has been fed gan'in age t éafectlveness of implementing the 5S work

culture% etal’QDJ): Y,.?\

ombination of t@qmanagement leadership behaviour with the

i ntatlon of the 5S Work culture is seen as a perfect combination for

gthening the management and administration systems of public sector
ganizations. Finally, this study is expected to contribute thoughtful ideas for



24

organisational improvement, especially in the context of leadership and or@;al
work culture (Zakaria et al.,2015). A

A leader is seen as a person who is a source, a giver of enerw the main

mover for his employees. Their existence can cause many differences in the

performance of employees and organisations if they pﬁzal Iei\dership or not

(Zaharah Hassan et al. 2009). Ethical leaders will value OWnisation
L

because their organisation will be more respect@ill continueto 'th.ri\ nd
experience economic change. Leaders in the public Seetor arg’seen Idir&?ositions

V o\er th%\gr.ests of the
image éﬁ&interests of the

or shouldering very heavy duties because they no nlg

people, but they are also responsible @
Y

g after
country. ¢ \T i
This literature review g@;es the criti rokz@leadership behaviour,
. &
particularly through the lens of -0 7in shaﬁng organisational outcomes

N
such as satisfaction, mgtivation, and pjfor nge @caﬂonal settings. The studies

reviewed demonstra,{hat ec"eie"{ rshirf@és, including directive, supportive,

participative, anoéq’gvem @ted, @icamly influence worker motivation

and perform »While tas rj‘c!tzrﬁ'%érves as a moderating factor in these

relations '%pit? tbe)si lve,@}ceptions of leadership styles, the findings
4

indicateithat’job satisfaction re 'Ylargelyindependent of these styles, highlighting
N

t plexity of the dynamics at play. Additionally, the review underscores the
|%

rtance of adapting leadership behaviours to situational contexts to enhance

Qployee engagement and effectiveness. Overall, the insights gained from this
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research contribute to a deeper understanding of how leadership practi Nroe

optimised to foster a positive work environment, ultimately improving nisational

quality and success. Y"

2.3  Work Commitment Among Workers é: l
Understanding work commitment among yees s crucial erﬂhanq’mg

emplo
organisational effectiveness and employee re . Work
' 4

conceptualised through the lens of organisﬁ‘n’i

psychological attachment an employee EMeir organization. fnx;attachment

ent, r to the

X

influences their willingness to remain wi e organi chibute positively

7]
A research by Yukongdi,an{ Shrestha (2020), wai{a%ucted on Nepalese bank
employees to explore the i of af'ecti commi \nt, job satisfaction, and job
(
stress on turnover intention, The stlidy..i d?v%282 employees from a bank in

Kathmandu and @mu@ressm@alysis to analyse the data. Results

indicated thatcmﬂ',ve ommi e:ni ar@_gdb satisfaction had a negative effect on
turnoveri@, whilejob stre iS&-ﬁositive influence. Job satisfaction was found
4
C

to hav:t ngest i tdﬁ turiover intention, followed by job stress and affective
V
itment.

The study highlighted the importance of factors influencing turnover

com
%yn and provided practical implications for organisations seeking to retain talent.

Oditionally, the document includes a list of references citing various research articles

on topics related to organisational commitment, job satisfaction, turnover intentions,



26

and employee retention, covering factors influencing turnover intentio }&:
impact of job satisfaction on turnover rates in different industries and nisational
settings.

A study conducted by Suleiman et al. (2014) explores the Mship between
workplace spirituality and normative commitment among emic sta]'f in Malaysian
public universities, involving a sample of 204 acade me bWselected
business and management schools. According to All d Meyer, (19 )’n?‘r\@g:/e

commitment is defined as the moral obligation continile working~for an
NV
m

organization. normative commitment is w% p&ﬁ \féels aﬁ sense of

loyalty to their organisation due to p %Ilefs in ue Sedication to one

employer. The findings reveal a positive associ ﬁve &jous components of

workplace spirituality such as r@w&he of@munity, and alignment

with organisational values anwat' mem-,imphasising the importance
rmpl ees'

N
of workplace spirituality in e%ancing @of obligation to remain with

4 4
their organization. These result ?u-p{ the thesis that fostering a spiritually

enriching work Q&nme nific@%fy strengthen normative commitment
!
among acade@ff, Itim )tontﬁ'FButing to improved job performance and

= %
organisation cces
3P A
&)r ing to the study y\gaigeda et al. (2022), continuance organisational
N

C Nnent refers to the degree to which employees feel obligated to remain with

it organisation due to pragmatic or financial reasons rather than emotional
tachment. The research examines the effects of work-related stress, work-life
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balance support, and emotional intelligence on continued organisational C@N:nt
among employees in under-resourced organisations in western Zimbam% itively

significant relationships were found between all three independent es (work-

related stress, work-life balance support, and emotionawligence) and

organisational continuance commitment. Emotional elizence' significantly
moderated the effect of work-related stress o ganisa iokal\rdtinuance
L

commitment, as well as the relationship betweeg‘k-life lanc s,pi)\ nd
Y-

4

organisational continuance commitment.

NV
Employees who perceive organisatio% r Hife t@é are more
likely to feel obligated to remai\‘ﬁ)weir 0 ioncsten in adverse

circumstances, as they recognise thecare provi% %yer. Employees with
higher emotional intelligence ar quifped to.cope wi > ork-related stress and
appreciate supportive Work-life\Nanj : there&%nhancing their continued

N
commitment to the or niza%;. The yigh@the importance of managing
bal

’
work-related stress, gprovi li @%upport, and fostering emotional

intelligence am&w&gmpl ordte§o retain talent in under-resourced

i
organizationsﬁ@}de:tan‘di facfﬁ% that influence continuance commitment,

Y
organisationssgan de)‘e p strat gi@m promote long-term employee retention and
4
commiﬁen , even in challengiq%&:/ironments.
N
We study conducted by Sjoberg (1997), in Sweden focused on assessing

rent forms of work commitment, including job involvement, organisational
mmitment, and union commitment. Researchers aimed to validate measurement
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scales for these constructs and determine their distinctiveness. The stud m&:
empirical studies using confirmatory factor analysis to test the p ed” factor
structure of the measurements. Results indicated that job involvemen nisational
commitment, and union commitment represent distinct Wcts of work
commitment. The research emphasised the importanceyof nstrl.jct validity in

measuring work commitment constructs and provide ghts i owmexities
L

of these constructs. The study also highlighted the relatienships betwee Jol) attitudes,
: -
n

turnover intentions, and predictors of company a ion commitment. O\E'rall, the
NV

research supported the construct validity{}c SQ%I sed to Qggure work
commitment in the Swedish conli\cgtributi 0 theé@derstanding of

organisational commitment (Sjoberg;1997). \T AN
) fo g >

A study by Charman and B (2021 S orkgotors influencing police
&

officers' decisions to leave thNe, g th@nportance of organisational

commitment and its r ionsZ'; with activeyinstitutienal identification. It highlights

2 2
the rise in vqun[ng gnial'\ns\a ong @iﬁ:e officers and the impact of
organisational K&upai I ssor. Qg% turnover intentions. The research

|
identifies keyG-’

s'such as personal c&&&teristics, work environment, job attitudes,

and the | &m’ons fbeajg, en@\asising the need to address issues like lack of

4

promotﬁi portunities, manae§)§e:nt support, job satisfaction, and high levels of
N
S Nimprove retention rates within policing organisations.
: Charman and Bennett (2021) revealed significant relationships between

rticipant characteristics (gender, caring responsibilities, qualifications) and reasons
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for leaving the police force. Factors influencing participants’ decisions to le ﬁ;
ca 2

issues related to pay, working hours, job impact on personal life, psychQIA\I ealth,
discriminatory behaviour, and leadership support. The study highligh portance

of addressing concerns related to gender, caring responsibilities, a alifications to

.%ddlt onally, police

ational s tco gs lack

potentially impact retention rates within police organiz

officers highly value their work but are frustrated by or
of voice, leadership, autonomy, and support, Wth%/ely impact t

and personal relationships. Addressing social exchange factors Jo eqhancmg
{\T
nu@i.underthe Nurse

Deployment Programmeme in Sulugdy Ami ha \SQ ﬁ\examined the extent
of work commitment and jOb sati n among e u \the nurse deployment

organisational commitment could help red etur ver

A study on work commitment a actio

programmeme in Sulu. The stu undt IS a m&erately positive correlation

between work commitgient a jOb satisfacti 0 %hese nurses. It also concludes
4 J‘

that gender and age not ni f' fluen@'(e perception of work commitment

~

and job satisfaction, cept of se@we The study supports the theory that
organisationa itment s lﬁcabﬁaermlnant of job satisfaction. The findings
of this st e rga dt h fle,jé*\sf policing. Like nurses, police officers are also

crucial in providing essential a&es to the community. Job satisfaction and work

officers. Just as the study found a positive correlation between work

Qmmitment and job satisfaction among nurses, it can be inferred that a similar

E ent are important factors in determining the quality of service provided by
e
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correlation exists among police officers. When police officers are commit@&

work and satisfied with their job, they are more likely to perform%r duties
effectively and provide better service to the community (Amilhamja 2024).
According to Len et al. (2024), who examined the impact onpetence and

compensation on employee performance in the Pada Cig Regional Disaster

Management Agency, indicated work commitment a: Interv nine. Key
L

findings include significant relationships bet work | com it’ner&) nd

A

io

performance, work competence and work commitment, cgmpen n B(rd work

T NV
commitment, work commitment as an int% vari \and W@mmitment
itself. The research population consist@fficers, h a@ﬂs revealed that

work competence and compensatit influenc Mr\ll?o went, which in turn
affected performance. The df@a ionfi coefficient @sted that 94.5% of

performance was influenced Wse f s stu@i‘r’nphasised the importance
[ wo

of job competence, campensation, an

s 3
performance within @e zi ent agenacies; highlighting the need for targeted

policies in these lr& im e ctiven@nd productivity.

Sulaim " 2021) i

¢o ent in enhancing employee

!
his st&@ ‘Police Officer’s Commitment towards

Commuz'ty%%icingjn al :si :Iu@’ments Development and Validation’ explored
onal commitment inaﬁ.context of community policing in Malaysia,
N

organisati

on the development and validation of measurement instruments. It

f
ﬁsises the importance of factors like management support, job satisfaction,
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community support, and co-worker support in fostering organisational C(CN;M
among police officers. *

The study by Sulaiman et al. (2021), combines varioWnries and
methodologies to analyse how these factors influence coMent and job

t, %b sa]tisfaction, and

criminant,_validity. The
| ]

implications highlight the critical role of commitment'in,community p |c'ng eﬂ)d he
=\
significance of police engagement in enhancin icing service This‘qresearch
NV

provides valuable insights and tools fo%tm e}p nggg?nent, and
stakeholders to improve organisationa@ent an ther stgés on community
policing in Malaysia. ¢ \Y <\

The study ‘Organisation@‘nitmﬁnt i M@an Public Sector’ by

in
- & - .
Abidin et al. (2010) focused on“ekgani mm@nt among civil servants in
anin

the Malaysian publi( secg, exa
rga

L . s »
characteristics, andQn ati ommunication. It found that civil servants

displayed highe{&‘of
e s(msfled with organisational communication.

!
had varied jo%) wer
@

Empow &was J‘j tified ‘as @most dominant predictor of organisational

satisfaction. The results indicate a good fit for commit

support constructs, demonstrating convergent an

the act of empowerment, job

mmi@,ent, were psychologically empowered,

9)

4 Y
commiﬁen , with organisatiorei_)\a mmunication significantly influencing affective
DN

c Nnent. The study emphasised the importance of factors like empowerment, job

cteristics, and communication in enhancing civil servants’ commitment,
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ultimately impacting their performance and the efficiency of the pubt:'g:e.
delivery system. *

Understanding and enhancing work commitment is essential Wanisations

aiming to improve employee satisfaction, reduce turnover, antwately enhance
performance. By addressing the various factors th 'rme ' commitment,
organisations can create a more engaged and producti%for e,%to better
service delivery and organisational success. F%earch houl Tri@e to
explore these dynamics across different sectors to“developstarge stg/&gies for
fostering work commitment. \Y. \

T S

&

N

2.4 Studies on The Relationshi ee ershi éehawour and Work
a S

Commitment 9
So
In today's dynamic i tionI/I andscape, gderstanding the complicated
|
relationship between % ip be‘h i0 ngzgployee work commitment is
paramount for fo;{hg@ prodpct\.n
encom assesathgeo action
e -

while wor@ ment refers o’th@ychological attachment and dedication an
employ@s} wards thei organisation and its goals.

study ‘Work Com@en‘[ and School Climate on Productive Pedagogical

9

den workforce. Leadership behaviour

tyles @@%aders employ to influence their teams,

Teaehing Practices’ by Muhammad et al. (2024), the relationship between leadership

&1 viour and work commitment can be inferred from the findings related to the

dimensions of commitment to school administrators and commitment to the
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profession. Therefore, based on the high mean scores for commitmen NT(H
administrators and commitment to the profession, it can be inferreﬁ&p sitive
leadership behaviour exhibited by school administrators contributes igh work
commitment of Islamic education teachers in Malaysia. The hWan scores for
commitment to school administrators, reflecting positive Mp-bihaviours such
as considering teachers' views in decision-making aﬂ% 'anertise,
alongside the strong commitment to the teaching proféssion demenstra df){\ ic
education teachers in Malaysia, suggest a positive felationship®be een\/l@dership
{\T
ip Sﬂ/een leadership
le %bip styles, such as

transformational, transactional%lssezl‘faire, ; nifi@ influence employee
commitment levels throungmm ication; dec@n-making methods, and
lores

motivation strategies. The study under el ir@nce of effective leadership in
E ? 4 .
ork enviro creasiqf]jémployee satisfaction, and driving

o

fostering a positive
ghts t@lmpact of organisational commitment

innovation. The &ent I (_;
!
on factors Iik%u tiv y,%ur gr, \ziFBquality, workplace culture, and creativity.
The con u% also Jm ntions the @ortance of adapting leadership styles to suit
4

diﬁereh sitlations and the n Y.of the team to cultivate an environment that

N
MS engagement and loyalty.

According to Teshome (2013), in his study “The Relationship between
eadership Styles and Employee Commitment in Private Higher Education

behaviour and work commitment among te%c thi

A study by Kungwola (2023) di % the re

behaviour and work commitmentdt empha \\LQ%
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Institutions at Addis Ababa City,” he discusses the relationship between cm;ip
h

styles and organisational commitment in higher education institution sising
the impact of transformational, transactional, and laissez-faire leaders affective,
continuance, and normative commitment. It also includes demogwata on gender

distribution, work experience, age groups, and marital statds,for aderi and academic

staff. The study highlights the importance of leader ehavi uWuencing
L

organisational commitment and suggests focusing amwork: and arln @&?rn

through transformational leadership. The study found'that transformational IWdership
NV

style positively correlated with affective w;inu one%q mitments,
while transactional leadership style coﬂ\gqositive orr@'fve commitment.

Laissez-faire leadership style had @egative %Ww it ployees' affective
commitment. Transformational hig rce@ slightly more than
&

‘@s wa
transactional or Iaissez-faireNereJ crep@es between leaders' and

employees' perceptions of leadership styles an ir impact on organisational

4 4
commitment. The n@ fl B’e{\ d academic staff were males, with varying

years of experien(&ei
role of transf@al

;
ad

Vg
Raykov, M. (2014)

—+

Y

t anizat@os. The study highlighted the significant
ershi Jh'i ﬁf@ncing employee commitment.

:u d @ employer support for innovative work is
signmstyassociated with hi%h_)gp‘zgmployee job satisfaction, perceived job security,
a Ner job-related stress, u&g cross-sectional data from the 2010 Canadian Work

ifelong Learning Survey (WALL) with 1,042 employed participants aged 18-64,

ith key findings including an inverse relationship between employer support for
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innovative work and underemployment, a strong link between support for 4 ?&X:
work and participation in work-related informal learning, and employe c’::?weater
support for workplace creativity reporting less job-related stress, ding that
employer support for innovative work can mitigate underutilw of employee

skills, reduce stress, increase satisfaction and job security, fa

itate organizational

creativity and development, although the study is limi Its cross=sectional design

L
preventing causal conclusions, reliance on self-rewta, demogra i?resajxgn
to Canada, lack of control for confounding factors,"and measurement of erceived

NV
rather than actual employer support. \,z \ SVC

The study ‘Impact of Leadershi % on 0\ oyee Jgﬁatisfaction and

Organizational Commitment — Aetudy in t \GQQ uc '(')gsector in India’ by

Nidadhavolu (2018), focused ssing the pac@ leadership styles on

employees' job satisfaction mrgj' i commitment in the construction

N
:.%}:Hd@nvolving asurvey distributed
pani

—t

industry in India. It utilized titativ

4 s . :
es(ﬁ‘ﬁe study aimed to determine the

.NQ%

avio(t1§nd work commitment by examining

to employees in thwn rui:

relationship betweenyleade

different Iea@tyl s an
@
commit% ansqu ti ;I ead@ip was associated with higher job satisfaction
ni

and OE ational commitmgggz. while laissez-faire leadership had negative
N

&
=

s on job satisfaction and organizational

i Nions on these aspects. The study highlighted the importance of effective

rship in shaping employee attitudes and organizational outcomes, emphasizing
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the need for suitable leadership approaches to enhance job satisfzttkﬁw:
commitment in the construction industry. A

Ahmad and Yekta (2010), conducted an empirical study in Ir vestigate
the relationship between perceived organizational support, Ieadewehaviour, and
job satisfaction, aiming to determine how these factors in nRthe j'ob satisfaction
of Iranian employees. They collected data through que airesf, OWployees

L
at Tehran Cement Company, achieving a 70% resp rate. The study ’fouagx:at
bothr =
impagts botfr intringic andigxtrinsic
F
job satisfaction, while perceived organizational ‘support ‘1s.s nifi&g&g’related to

ade@éb behaviour and

consideration leadership behaviour significantl

>
o
D
~—+

extrinsic job satisfaction. However, th 'n@@io

perceived organizational support did not sho i lTic Kﬁejationship with job
satisfaction. The research sugg orgﬁnﬁsee@to enhance employee
commitment should focus oNpro i ualit supportive relationships
between employees an OM Ieaclrs a the@izaﬁon. Conducted in a non-
contrived setting, th 'mo BN{QI ble i“r‘@ﬁts into the dynamics of leadership

\ll.
and organizationl&ort i W place@cularly among a predominantly male

Y g
workforce ag% with

!
Vv (wezr-%'&‘ experience.
A k to Wn or gtal’(2 , the study ‘The Influence of Transformational

ow

N\

T

T
Leaderii'p nd Teachers’ Tru%;'o Principals on Teachers’ Working Commitment’
N
e N the relationship between leadership behaviour, specifically transformational
rship (TL), and work commitment among teachers in government-funded

ligious schools (GFRS) in Selangor, Malaysia. The findings indicate a direct positive
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relationship between TL and work commitment, with TL significantly
commitment levels. Transformational leadership practices by prmmpals&%nd to
have a high level of impact on teachers' trust (TT) and working co ent (WC).
However, despite the high level of trust in principals, TT did nothantly predict
working commitment. The study also revealed that TT did Aet mediate Te relationship
between TL and WC. Approximately 29% of the var in W Se |ned by
TL, highlighting the substantial predictive accuracy on work co vme@%\me
study emphasises the complexity of commitmen tde pme nt, influgnced b?varlous

itions. T

factors beyond trust, such as group dynami and ork[%g

The study conducted by Salee |n PaC| ue@@ 2023b) found
focused on the effects of pringi Ieadef\l'p\s le ée ifically directive,
participative, supportive, and achi ent-Orient on t er job performance in

private secondary schools in La , P mv@ 253 middle management
[ders lh

personnel and found that d| tive |
teacher job perfor Io ppor e nd achievement-oriented styles.
Participative Iea r was bfled as less promising. The research used
statistical an @ch ques Q’Pe $§Bn correlation, t-test, confirmatory factor

analysi g{ and Jst pﬁ} qu@\ modeling (SEM) to analyze the data. The

edto shed light on hoye%d}?erent leadership styles impact specific aspects of

most significant impact on

study a

ob performance and addressed a gap in previous research by focusing on the

Q ective of middle management personnel. According to Saleem (cited in Pacia

uevarra 2023b found the findings emphasized the importance of directive
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leadership in improving teacher performance and highlighted the cultural 'MK:
in leadership styles and their impact on job performance, particularly in@stern
developing countries. Effective leadership styles that enhance job p?!'ﬁance may
also influence work commitment among teachers in private secowchools.
The interplay between leadership behaviour and em e&?k fommitment is
complex and multifaceted, necessitating a nuanced L% g Wdifferent
R~

leadership styles impact employee perceptions an anisational rrmkc% By

K'g

focusing on effective leadership practices and suppertive grgani ional\gcaltures,

NV
organisations can foster a committed an%Cd \rte ulti ly driving

success and innovation in today's dynﬂ\ nisational.Ja sca@ﬁ
\ e
&
o e,

2.5 Relevant Theories ‘é . <8~'
\ \A
This research dr swn'seve#l key't e@lo provide a comprehensive

!

framework for understandia the% a@feé}'}' he Path-Goal Theory posits that

leaders influence their team'’s n‘otiva n an ormance. They do this by clarifying

N
goals, removi Mcle , and \gdin Hored support. This approach is crucial for
illustratin ective leadership nces follower satisfaction and performance.
4
Leade %Q their styles -"dire(‘,ﬂ'\'/e, supportive, participative, and achievement-

&Y

ormt{te - to fit specific situﬁbnal demands and follower characteristics.

N
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2.5.1 Path-Goal Leadership Theory c\:

In every research study, the use of relevant theory is crucial fﬂ%iding a
systematic and in-depth understanding of the phenomena being investigated. Theory

serves as a guide for formulating hypotheses, shaping methodologies; and analysing
isting k

data, as well as helping researchers connect their findings t r]owledge in the

field. With the presence of theory, studies can offer a br r contextrdemonstrating

A
how research results contribute to a better understa ISS a[ r@and
providing practical implications for practition Q S. Fx@ﬁrmore,

theory enables researchers to explain and predict

an invaluable tool in the pursuit of mea% %ui)nd r

selection and application of appropﬁ%heory |s\i{a?s

S
and credibility of any research resw@ll, 2 43.
According to Idris ( Nth}-r ders@heory was also developed
based on the contingen%w chis } e pa ;g&ak@ory; this theory is derived from

the basis of the e tation-rr M the The Path-Goal Theory (PGT) of

leadership was 'Qtr\o edi
¢
with revisioEig@ouse n19
\
directiv(p){m’ ipativé, su tive,@ achievement-oriented. This theory focuses on

how,different leadership style\ influence follower motivation, satisfaction, and

henq@:g,. making it
cov@%. Therefore, the

Iﬂrit'i e

ﬂ/, the theory included four leadership styles:

p \hence by clarifying paths to goals and providing support.

S
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2.6 Conceptual Framework c\:

Conceptual Framework is an important element of ﬂkch. The
framework facilitated the research by uncovering the impogtant variables
involved in this study. Subscribing to the Path-Goal T eMe independent

variable of this study is leadership behaviours, meas ugkl four (4) types

t
of behaviours namely, Directive Leadership, Suppottive Leadershi rticipate

oy
Leadership and Achievement-Oriented Leader The depen t[/aiﬁge of
rk

@i's study

T

this study is work commitment. Figure 1 w S %

in achieving its research objectives.

LEADERSHIP BEHAVIOUR DEPENDENT VARIABLE

Directive Leadership (DV)

WORK COMMITMENT

Supportive Leadership
c. Participate Leadership
Achievement-Oriented

Leadership

0 Figure 1: Framework of the study
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2.7 Conclusion %\Yv
In this chapter, the leadership behaviour and work commitmenﬂNis study

were thoroughly examined in detail. This chapter featured numerous research studies

to help the reader comprehend the topic covered by the study. @ore, arange of

studies and conclusions may contribute to a more comprehensive deritanding of this

subject. As a result, the reader is not bound by a single poiqt of vi the.

DL IJE
’ &y





