



















































































Figure 2-1
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Figure 2-1: The Components of Transformational Leadership (Source: Bass (1993)

The first component of transformational leadership, as presented in Figure 2-1, is leaders who have
an idealised influence, namely, the leaders whose behaviour inspires subordinates to use their leaders
as role models. Dlamini ef al. 2017, p.3 attest that idealised influence behavior results in followers
relating to their leaders and has the desire to act like them. Leaders who have an idealised influence
have high morals and principled values and are able to offer their subordinates a sense of vision and
mission (Alkahtani, 2015, p. 25). Idealised influence is linked to charisma and refers to the way
leaders behave, resulting in them being role models for their subordinates. The leaders who exhibit
such behaviour consider the needs of others over their own personal needs and this results in the
followers admiring, respecting and trusting the leader (Engelbrecht, 2009, p. 2). Waris et al. (2018,
p- 3) support this by pointing out that leaders with idealised influence are characterised by confident,
strong and charismatic personalities. Such leaders have high moral standards and the followers

assume all these things, based on the action and reaction of their leaders. The followers” hearts and
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Transactional leaders focus on the proper exchange of resources, and the followers are given what
they want in exchange for something that the leader wants. Two of the most important factors of

transactional leadership are contingent rewards and management-by-exception.

Transactional

Leadership is
based on

Management
by Exception

Figure 2-2: Factors of transactional leadership (Source: Northouse (2016)

According to Sang et al. (2016, p. 36), contingent rewards clarify and specify the expectations of the
organisational members, the goal assessment and the reward for the goal achievement. Managers who
use contingent reward leadership set the standards and inspire the subordinates to perform well.
Subordinates are informed of the rewards that they will receive if they meet the high performance
standards. Employees are promised a reward for good performance and punishment, if their
performance is bad (Alkahtani, 2015, p. 26). This happens when clear goals and expectations of
performance are set by the leader, and together with a selection of appropriate inspiring rewards. In
this case, there is an increased sense of fairness and justice in the organisation where unfulfilled

standards and objectives do not go unnoticed and success is duly rewarded (Jane ef al. 2016, p. 36).

Furthermore, Jane et al. (2016, p. 36) state that in active management-by-exception, the leader is
actively involved and intervenes to monitor and correct any deviation from the agreed-upon standards
in the subordinates’ work. Such involvement highlights the way in which a leader can drive the
process of management innovation within the organisation (Jane er al. 2016, p. 36). Active

management-by-exception occurs when leaders make corrective criticism or use negative
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Figure 2-3: Dimensions of Organisational Commitment (Source: Bass (1993)

According to Alkahtani (2015, p. 24), affective commitment concerns the employees’ emotional
attachment to, identification with and involvement in the organisation. The three aspects that are
played out are the employee’s formation of an emotional attachment, their identification with the
organisation and the need to maitain loyalty to it. Wolowska (2014, p. 130) also attests to the fact that
affective commitment refers to employees being emotionally attached to the organisation, by
identifying with and involving themselves in the organisation. Their devotion makes subordinates
completely and willingly accept the company’s goals and beliefs as their own. For Hartmann (2000,
p. 90), affective commitment entails an employee’s sense of attachment and ability to fit into an

organisation, including its structure, work experiences, and personal characteristics.

Continuance commitment refers to a recognition of the cost linked with leaving the organisation. The
employee usually views the cost of leaving the organisation and compares it to the cost of remaining
in the organisation, in order for him/her to determine whether he is staying with or leaving the
organisation. In Continuance commitment, employees value the time that they have invested in the
organisation and therefore seek to remain loyal to it (Acar, 2012, p. 218). Employees who perceive

that the cost of leaving the organisation is higher than the cost of remaining, will stay with the
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Figure 4-1: Sub-Directorates — Office of the Premier

From the results in Table 4-1 above, the respondent’s profile was comprised of 64.49% female and
35.6% male. In terms of age group, the majority of the employees were aged between 30 to 39 years
(41.4%), followed by those aged between 40 to 49 years (31%), with minority of the employees being
in the age bracket of 60 to 69 years. All the employees were of South African nationality. In terms of
race, the majority (93.1%) were Blacks while the rest were Indians, Whites and Coloured, forming
2.3% of the respondents, respectively.

Approximately half of the respondents (48.3%) were on Salary Level 2, and 29.9% and 21.8% were
on Salary Level 3 and 1 respectively. The majority (55.2%) of the respondents had worked at the
management level for less than 1 year, 23% for 1 to 5 years, 11.5% for 11 to 15 years, 5.7% for 6 to
10 years and 4.6% for more than 15 years. The majority (42.5%) of the respondents had been working
in the Office of the Premier for less than 6 years and 34.5% had been working in the Office of the
Premier for 6 to 10 years. An equal percentage (11.5%) of the respondents had been working at the
Office of the Premier for 11 to 15 years and more than 15 years, respectively. Approximately equal
percentages of the respondents (i.e. 28.7% and 27.6%) had been working with in the provincial
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Thank you for participating in the research project. Kindly send your completed questionnaire to
Belina Moshoeshoe via the following fax number or email address. Fax: 086 608 8397,

Belina.moshoeshoe@kznpremier.gov.za or belina.moshoeshoe@gmail.com
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APPENDIX D: GATE KEEPERS LETTER

Premier
% = -
Office of the Premier
PROVINCE OF KWAZULU-NATAL

CHIEF DIRECTORATE:

University of KwaZulu-Natal

School of Management, IT and Governance
College of Law and Management Studies
Pietermaritzburg Campus

08 May 2018

REQUEST TO CONDUCT A RESEARCH IN THE OFFICE OF THE PREMIER ON THE
LEADERSHIP STYLES AND EMPLOYEE COMMITMENT - STUDENT NO: 214568813

1. The above subject refers

2. This serves to confirm that Ms Moshoeshoe has been granted approval to conduct
research in the Office of the Premier. The office will allow Ms Moshoeshoe to
interview employees in the Office of the Premier and get access to non-confidential
documents where necessary. Ms Moshoeshoe will be expected o do the following
after the study has been approved by the University:

a) Findings of the study to be presented to the Office of the Premier (EXCO) if
required after it has been approved by the University.

b) Findings will be used sfrictly for academic purposes

c) Further approval should be requested to the Office of the Premier should Ms
Moshoeshoe decide to publish the findings

Further, an agreement has been reached with Ms Moshoeshoe that the fifteen minutes
survey will be conducted during her lunch hour.

Integrity Management & Institutional Development
Date: 0% |06
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APPENDIX E: ETHICAL CLEARANCE

{ UNIVERSITYOF ™
B KWAZULU-NATAL

e INYUVES]
A YAKWAZULU-NATALI

29 August 2018

Ms Belina Matseko Moshoeshoe (214568813)
School of Management, IT & Governance
Pietermaritzburg Campus

Dear Ms Moshoeshoe,

Protocol reference number: HS§/0977/018M
Project Title: Leadership style and employee commitment: A case study of the KZN Office of the Premier

Approval Notification ~ Expedited Application
in response to your application received 24 July 2018, the Humanities & Social Sciences Research Ethics Committee has considered
the abovementioned application and the protocol has been granted FULL APPROVAL,

Any alteration/s to the approved research protocol |.e. Questionnaire/interview Schedule, Informed Consent Form, Title of the
Project, Location of the Study, Research Approech and Methods must be revi d and app: d through the amendment
/modification prior to its Implementation, In case you have further gueries, please quote the above reference number.

PLEASE NOTE: Research data should be securely stored In the discipline/department for a perlod of 5 years.
The ethical clearance certificate Is only valid for a period of 3 years from the date of Issue. Thereafter Recertification must be
applied for on an annual basls.

| take this opportunity of wishing you everything of the best with your study.

Yours faithfully

Dr Shamila Naidoo (Deputy Chalr)

/ms

Cc Supervisor: Dr OE Okeke-Uzodike
Cc Academic Leader Research: Professor Isabel Martins
Cc School Administrator: Ms Jessica Chetty

Humanities & Soclal Sct R h Ethics C
Professor Shenuka Singh (Chair)
Westville Campus, Govan Mbeki Bullding
Posiat Address: Private Bag X54001, Durban 4000
Telephane: +27 (0) 31 260 3587/8350/4557 Facsimile: +27 (0) 31 280 4803 Emall: ! /
Website: :

l 1310 . 2010 ‘
100 YEARS OF ACADEWK EXCELLENTE
Founding Campuses == Edgewood Howerd Coliege Medical School e Pigtermarizbuy =~ = Washile

93





