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Abstract 

Organizational commitment is considered one of the most important   

phenomena in business organizations. As a result, there was a need to study 

human behavior in organizations with a view to stimulate and increase its 

commitment. Leadership is one of the most important phenomena of social 

interaction. The style of Transformational Leadership is considered one of the 

latest styles of leadership known in Egypt. Managers and organizations in 

tourism and hospitality industry face real challenges in recruiting, developing 

and maintaining a committed, competent, well managed teamwork, So that the 

goal of this study was to study the relationship between transformational 

leadership and organizational commitment in civil aviation industry.  

The importance of research is to recognize the importance of the role played by 

the transformational leader on organizational commitment to the employees. 

The results indicated that there is a significant correlation between the 

transformational leadership style and the employees’ organizational 

commitment. Aviation industry is considered as a part of tourism and 

hospitality industry which plays a vital role in the economic development of 

many countries, and Egypt is no exception. Tourism and hospitality industry as 

a whole in Egypt has become a major player in stimulating economic growth 

and providing more jobs. It helps also in promoting economic development 

through its interrelationships with other economic sectors.  

Key words: Transformational Leadership, Organizational Commitment, 

Airlines, Egypt. 

1. Literature Review 

1.1 The Transformational Leadership  

Over the past two decades, transformational leadership has emerged as one of 

the most popular approaches to understanding leader effectiveness (Sharma et 

al., 2012). The primary focus of this leadership style is to make change happen 

(El Gamal, 2009). Transformational leaders motivate others, set higher and 

more challenging goals, act as role models, and are trustworthy and ethical 

(Stokes, 2013; Nahavandi, 2016).   

1.1.1 Theory of Transformational Leadership  

Transformational leadership idea was first developed by Burns (1978) and later 

extended by Bass (1985). Transformational leadership involves inspiring 

followers to commit a shared vision and goals for an organization, challenging 

them to become innovative problem solvers, and developing followers’ 

leadership capacity (Indrawat, 2014; Ebrahimi et al., 2016; Nahavandi, 2016). 
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Transformational leadership centers in the leader’s ability to build trust, 

loyalty, and admiration in followers (Freiberg, 1987; Chatterjee & Kulakli, 

2015). Transformational leadership has been recognized as a powerful model 

of leadership (Wahab et al., 2016). It simulates people to do more than what is 

expected (Aliakbari & Darabi, 2013; Nahavandi, 2016). 

Recently, transformational leadership theory has received a great amount of 

attention and has been considered as one of the most controlling leadership 

theories (Banks et al., 2016; Nahavandi, 2016).  

Bass & Avolio (1994) found that transformational leadership involves a change 

of employees’ beliefs, values and attitudes. Therefore this type of leadership 

will inspire and motivate followers to achieve more than originally thought 

possible (Longwell-McKean, 2012; Rothfelder et al., 2012; Nahavandi, 2016).  

1.1.2 Defining transformational leadership  

Transformational leadership is defined as “the ability to motivate followers to 

perform beyond what he/she would normally expect” (Bass, 1985: cited in 

Mohamed, 2016: 50; Bass, 1985: cited in Stokes, 2013: 36). Transformational 

leadership can also be defined as “a leadership style that enhances subordinates' 

awareness of the importance of task outcomes, inspires higher-order needs, and 

motivates subordinates to transcend self-interests for the sake of the 

organization” (Chao et al., 2016: 10). 

1.1.3 Dimensions of transformational leadership  

Bass (1985) conceptualized transformational leadership as having four 

dimensions, namely idealized influence, intellectual stimulation, inspirational 

motivation and individualized consideration (Nahavandi, 2016). Bass & Avolio 

(1994) characterized transformational leadership as being composed of four 

unique but interrelated behavioral components: (Jung et al., 2003). Using these 

constructs, Bass developed the Multifactor Leadership Questionnaire (MLQ), 

which was used to measure the four domains of transformational leadership. 

These four domains of transformational leadership are described in the 

following sections: 

- Inspirational Motivation  

Inspirational motivation refers to the degree to which leaders are able to 

provide followers with a sense of motivation in their job that will generate 

additional goal-directed energy for the organization (El mrad, 2005; Zhu et al., 

2013). They do this by creating a new vision, mobilizing commitment to that 

vision, setting clear strategies for achieving the vision, and communicating 

these clearly to followers (Zhu et al., 2013). 

Also, inspirational motivation refers to the leader’s ability to inspire and 

motivate followers through providing meaning and challenge to their work, 

communicate expectations to them and demonstrate commitment to goals and 

the shared vision (Liu, 2013). The leader who seeks to motivate will inspire 

such behavior by communicating high expectations and will convince his 
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followers that they have the ability to achieve levels beyond the possible 

(Longwell-McKean, 2012). Transformational leaders motivate followers by 

getting them invested in the organization’s goals as well as developing 

expectations and communicating them in an inspiring manner (Jacob, 2015).  

-  Idealized Influence  

Idealized Influence is a transformational leadership dimension that refers to 

leaders who encouraged followers to share their aims, targets, visions and goals 

(Sharma et al., 2012). “Idealized influence can be defined as the key element of 

transformational leadership that lets leaders be the behavior and role models for 

employee in following values and believes” (Allameh & Davoodi, 2011: 3132). 

It causes leaders to be role models for their employees(Allameh & Davoodi, 

2011). Within idealized influence leaders guide followers to trust, imitate, like, 

admire, and resemble with them (Chao et al., 2016). Leaders with higher levels 

of idealized influence can create greater trust, loyalty, and respect from 

followers (Jacob, 2015).  

- Individualized Consideration  

Individualized consideration is the degree to which leaders attend to followers’ 

needs, act as mentors or coaches, and listen to followers’ concerns (Colquitt, 

2006). Individualized consideration is considered leaders interest in 

professional and individual development for their subordinates (Allameh & 

Davoodi, 2011), and it occurs when leaders respect their followers, when also 

they acknowledge individual differences among them, and when leaders act in 

a way that is interested in follower satisfaction so much (Stokes, 2013; Yates, 

2013).  

In individual consideration leaders show concern for the prosperity of each 

person they work with; treating each one as an individual with unique needs 

and abilities; placing a considerable personal amount of attention, personal 

advice, and opportunities to develop for each person according to his / her 

potential (Liu, 2013). Therefore, Leaders act like a coach to each follower and 

admit personal differences among followers (Stokes, 2013). There is an 

establishment of a supportive climate where individual differences are 

respected (Cetin & Kinik, 2015). So that, leaders should know each follower 

very well (Baek, 2012).  

-  Intellectual Stimulation  

Intellectual stimulation is a characteristic in which, the leader provides an 

environment that is suitable for developing problem solving skills, creativity, 

and independent thought (Yates, 2013). Intellectual stimulation occurs when 

the leader takes an approach to help followers think creatively when solving 

problems (Stokes, 2013). Intellectual stimulation is seen as framing and 

reframing problems, questioning assumptions and stimulating followers to 

creative thinking and innovation (Liu, 2013). 

The importance of intellectual stimulation comes as the leader is confronted 

with ill-structured problem as opposed to well-structured problems (Jacob, 

2015).  
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Intellectual Stimulation has an important role in the transformation process of 

the organization (Jacob, 2015). Through intellectual stimulation, 

transformational leaders encourage their followers to use nontraditional 

thinking to deal with traditional problems (Sharma et al., 2012; Nahavandi, 

2016). 

1.2 Organizational Commitment 

1.2.1 Defining Organizational Commitment 

There are many different definitions of organizational commitment which have 

been discussed from different researchers:  

A strong belief in and admission of the organizational goals, to exert effort on 

behalf of the organization and a desire to maintain organizational membership 

(Afşar, 2014). The willingness of an employee to be a member of an 

organization and not to complain about this organization (Ahmad et al., 2014).   

In sum, Bozlagan et al. 2010 lists some of the organizational commitment 

benefits: 

1. It raises job satisfaction, performance of employees and of organization as a 

whole. 

2. It improves organizational atmosphere and changing in positive way. 

3. It reduces tardiness, dismissals, job stress and the turnover rate. 

4. It helps employees to adopt “organizational loyalty” behavior. 

5. It enhances trust, cooperation and consistency between employees. 

1.2.3 Meyer and Allen’s model of organizational commitment 

Meyer and Allen’s model of organizational commitment is based on the multi-

dimensional nature of organizational commitment (Lumley et al., 2008).   

A- Affective commitment  

Affective commitment encompasses the employee’s emotional attachment to 

and participation in the organization and its goals (Meyer & Allen, 1997; 

Seppänen, 2012). As a result, affective commitment is more difficult to reach, 

compared with the other two types of organizational commitment, because it is 

linked to and associated with organizational values such as high motivation 

towards better organizational effectiveness and high levels of job satisfaction 

(Gandhi & Hyde, 2013). 

B- Continuance commitment 

Continuance Commitment encompasses commitment based on the costs that 

individual associates with leaving the organization (Lumley et al., 2008; 

Qassem, 2012; Gandhi & Hyde, 2013). An individual’s investment in the 

organization has a great influence on individuals’ level of continuance 

commitment (Gandhi & Hyde, 2013). Thus, there are two factors that affect an 

individual’s level of continuance commitment. These factors are; - a) the 

individual sacrifices of losing his investments in the organization, b) to which 

extent the individual has alternatives outside the organization if he quit his job 

(Anttila, 2014).  
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C- Normative commitment 

Normative Commitment is different from the other two types of commitment, 

because the employee beliefs that it is some kind of responsibility to stay in the 

organization (Gandhi & Hyde, 2013). Meyer and Allen (1997) found that 

normative commitment ties with the employee's feelings, who feel an 

obligation to remain in the organization primarily because of the pressures 

from others. It is suggested that normative commitment is determined by the 

individual’s experiences both before and after entering the organization (Meyer 

& Allen, 1991; Khan et al., 2013; Anttila, 2014).  

1.3 Transformational Leadership and Organizational Commitment 

In recent years, leader’s leadership style can affect organizational objectives, 

organizational commitment and also organizational performance. Thus, 

leadership style is very important to motivate employees’ commitment to fulfill 

organizational objectives and increase job performance (Madi et al., 2012; 

Irefin & Mechanic 2014).   

As indicated by many researchers, transformational leadership behaviors have 

more influence on the organizational commitment. There are many studies that 

confirm that leaders' transformational behaviors jointly played significant role 

in organizational commitment of employees (Naktiyok & Yekeler, 2016; 

Triana et al., 2016).  

Kala’lembang et al. (2015) found that there is a direct effect which has a 

positive and significant correlation between transformational leadership on 

organizational commitment. Jong Hun (2012) proved that transformational 

leadership behaviors have statistically significant influence on organizational 

commitment. Rehman et al. (2012) showed that transformational leadership has 

positive relationship with the organizational commitment.  

The power of transformational leadership will increase employees’ 

organizational commitment; which can be seen from the attitude of loyal 

employees (Bill, 2010; Kala’lembang, et al. 2015). Gulluce et al. (2016) 

clarified that a leader with transformational leadership behaviors aims to 

transform, encourage and inspire his/her followers for them to perform better 

than expected. Thus, this way of leadership leads to an increase in 

organizational commitment of employees. Employees are far more likely to be 

committed to the organization if they have confidence with their leaders 

(Gulluce, et al. 2016).  

Contractor (2016) found that transformational leadership is at the core of 

organizational commitment, and transformational leaders are better able to 

enhance the organizational commitment of the Employees (Contractor, 2016).  

2. Methodology 

Methodology presents the study design that is a strategy for gathering evidence 

about the knowledge desired for checking research hypothesis (De Vos et al, 

2005). The main aim of the study is to investigate the relationship between 

transformational leadership and organizational commitment in Egyptian 

airlines.  



Journal of the Faculty of Tourism and Hotels-University of Sadat City Vol. 1, Issue 2/1, December, 2017 

 

 -06- 
 

Therefore, in order to achieve that goal the recent study aimed to achieve the 

following objectives: A) Identify the theory of transformational leadership, 

definitions and dimensions of transformational leadership. B) Determine the 

definitions, types and dimensions of organizational commitment. C) Identify 

the relationship between transformational leadership and organizational 

commitment. D) Set some recommendations for decision maker and also for 

researchers that can guide them. 

2.1 Hypotheses of the study 

There is a significant relationship between transformational leadership and 

organizational commitment in airline companies. 

2.2 Research Instrument  

The study employed a questionnaire as an instrument for data collection 

(Zikmund, 2003). When developing questionnaire, items or questions that 

require the respondent to respond to a series of questions or statements. 

Participants’ responses are then converted into numerical form and statistically 

analyzed (Bowling, 1997). 

Questionnaire form being used in the study composed of three sections to 

facilitate the data analysis process: The first section was about the 

demographics of the respondents and other work related information, the 

second section measures the perceived level of transformational leadership, 

finally, the third section that determines employee’s perception of 

organizational commitment.  

2.3 Measurement 
 

To achieve the study objectives the researcher used two scale measurements 

The Multifactor Leadership Questionnaire and The Organizational 

Commitment Scale. The Multifactor Leadership Questionnaire measures 

transformational leadership styles (Avolio & Bass, 2004). The researcher chose 

the MLQ because of its ability to determine transformational leadership and its 

high validity and reliability. The Scale is a 20-item, four-factor model 

(Idealized influence 8 items- Inspirational motivation 4 items - Intellectual 

stimulation 4 items - Individual consideration 4 items) (Avolio & Bass, 2004).  

The Organizational Commitment Scale was originally designed, developed, 

and validated by Buchanan (1974). The Organizational commitment Scale is a 

24-item, three-factor model (Affective Commitment 8 items - Continuance 

Commitment 8 items - Normative Commitment 8 items) (Allen & Meyer 

1990).  

2.4 Pretest and Pilot Study of the Measurement Instrument 

The questionnaire was initially pre-tested for its validity and reliability before 

final administration. A number of survey forms (20 forms) were distributed to 

some airline employees at two airline companies and professors at tourism 

studies department at the faculty of tourism and hotels, University of Sadat 

City to get feedback regarding accuracy of questions instrument.  
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For study scale, the Cronbach's alpha reliability was computed and the test 

showed that the reliability coefficients for study scale were above 0.60 that 

indicate that the instrument is reliable for being used. For this study, Cronbach 

alpha for survey instrument presented was calculated for the Multifactor 

Leadership Questionnaire, and the Organizational Commitment Scale in table 

(1). 

Table (1) Cronbach alpha for study instrument 

No. Study Scale Number of 

items 

Alpha Validity 

factor 

1 Transformational leadership scale   20 .838 0.915 

2 organizational commitment scale 24 .888 0.942 

3 The overall scale 60 .813 0.902 

Table (1) shows that the value of alpha- Cronbach and Validity factors range 

are between (0.813) and (0.902). These values are acceptable in a way that 

reflects the availability of reliability and confidence in the study variables.  

2.5 Study Sample 

According to the annual bulletin of air transport statistics (2015) issued by The 

Central Agency for Public Mobilization and Statistics (CAPMAS) there are 

about 21 national airline companies and about 34075 employee.  

The study was applied on the employees including all functional categories.  

A convenience sample of those employees was chosen for investigation. This 

sampling method involves getting participants wherever you can find them and 

typically wherever is convenient (Kowalczyk, 2015). According to Veal 

(2006), the study sample for the population that is about 34075 is about (381) 

questionnaire.  

The questionnaire forms were distributed to employees (450 printed form were 

distributed as one questionnaire for each one, in addition to the link of Google 

form was sent to other respondents). The questionnaire forms were distributed 

among all categories of employees at Egyptian airline companies. A total 438 

forms were received, 407 questionnaires were deemed valid, while 31 

questionnaires from the printed copies were invalid. 

2.6 Data Collection 

All the questionnaire forms were distributed from March to June 2017. The 

researcher used another source in order to capture as possible responses from 

target population. They were asked to fill the questionnaire through the 

following questionnaire link on Google Forms. 

https://docs.google.com/forms/d/1b8jtGvB5TnBnWwYNryDRo-

1EMLgIRGNfiJOaTrXPQ0M/edit?usp=forms_home 

2.7 Data Analysis 

The Statistical Package for the Social Sciences (SPSS) for windows v.16.0 was 

used to analyze the data collected, the analyze include the following statistical 

methods:  

https://docs.google.com/forms/d/1b8jtGvB5TnBnWwYNryDRo-1EMLgIRGNfiJOaTrXPQ0M/edit?usp=forms_home
https://docs.google.com/forms/d/1b8jtGvB5TnBnWwYNryDRo-1EMLgIRGNfiJOaTrXPQ0M/edit?usp=forms_home


Journal of the Faculty of Tourism and Hotels-University of Sadat City Vol. 1, Issue 2/1, December, 2017 

 

 -08- 
 

1. Frequencies, Percentage, Mean value and Standard deviation to describe 

characteristics of study sample and measure the respondent's answers in part 

two and part three. 

2. Pearson Correlation Coefficient was used to show relation between study 

variables and verifying hypotheses. 

3.  A multiple regression analysis was conducted to evaluate the effect of 

organizational commitment on the transformational leadership style. In this 

type of multiple regressions, the independent variable is entered, evaluated and 

assessed in relationship to the dependent variable (Tabachnick & Fidell, 2007).  

3. Results and Discussion  

This section includes results of the statistically processes tested on study’s 

sample and questions. Moreover, find out the statistically significance level for 

results to characterize the impact of transformational leadership on employees' 

organizational commitment in Egyptian airlines. 

3.1 Demographic profile of Survey Respondents 

The questionnaire used for this study included seven items concerning the 

employees demographic characteristics, the employees were asked about their 

company name, job title, marital status, educational level, gender, age, and 

their Years of Employment. This information was useful in understanding 

background of respondents. Results are presented in table (2) 

Table (2) Demographic profile of Survey Respondents 

N 

Demographic   

information of Survey   

Respondents 

Classes Freq % 
Valid 

Percent 

1 marital status 

Single 102 25.1 25.1 

Divorced 44 10.8 10.8 

Married 261 64.1 64.1 

Total 407 100% 100 

2 Educational Level 

High School 47 11.5 11.5 

Two year college 31 7.6 7.6 

Four year college 312 76.7 76.7 

Master-Doctorate 

degree 
17 4.2 4.2 

Total 407 100% 100 

3 Gender 

Male 303 74.4 74.4 

Female 104 25.6 25.6 

Total 407 100% 100 

4 Age 

under 30’s 112 27.5 27.5 

30- under 40 161 39.6 39.6 

40- under 50 105 25.8 25.8 

50- over 50 29 7.1 7.1 

Total 407 100% 100 
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5 Years of Employment 

under 2 years 20 4.9 4.9 

2- less than 5 

years 
105 25.8 25.8 

5- less than 10 

years 
119 29.2 29.2 

over 10 years 163 40.0 40.0 

Total 407 100% 100 

The data in table (2) indicate that high percent of respondents were married that 

(represented 64.1%) followed by single (which represented 25.1 %) and finally 

divorced (which represented 10.8 %). In addition, there is variety of 

educational levels of respondents as a high percent was for four year college 

(which represented 76.7%), then high school (which represented 11.5%), 

followed by two year college (which represented 7.6%), and finally master 

degree - doctorate degree (which represented 4.2%). In addition, high percent 

of respondents were male (which represented 74.4 %), then female (which 

represented 25.6 %).  

Also the data indicate that high percent of respondents and years of 

employment, over 10 years (representing 40.0%) then 5- less than 10 years 

(representing 29.2%) then 2- less than 5 years (representing 25.8%), followed 

by under 2 years which represented (4.9 %) .  

The data also indicate that high percent of respondents and age ranges, between 

30 to less than 40 (representing 39.6%), then less than 30 (representing 27.5%), 

followed by 40 to less than 50 (which represented (25.8%), then 50 to over than 

50 (which represented 7.1%). 

3.2 Statistical Descriptive about the study variables: 

Table (3) : Statistical Descriptive of transformational leadership 

Dimension Mean SD 
Frequencies (%) 

1 2 3 4 5 

Idealized 

influence 
2.818 1.17 27.675 15.25 20.55 20.7 15.819 

Inspirational 

motivation 
3.168 1.21 19.225 14.425 

18.62

5 
25.675 22.075 

Intellectual 

stimulation 
3.56 1.10 5.65 14.625 21.45 35.45 22.875 

Individual 

consideration 
2.535 1.20 26.775 29.125 

19.22

5 
13.575 11.325 

*1 = strongly Disagree, 2= Disagree, 3=Neutral, 4=Agree, 5= Strongly Agree 

According to the data shown in table (3) concerning the dimension of idealized 

influence, the percentage of overall acceptance was 36.513 %. While 20.55% 

of the sample marked neutral, the percentage of disagreement was 42.925%. 

The mean value was 2.8175 and the standard deviation was  1.179, this means 

that the overall orientation of the respondents is neutral.  
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This means that leaders are quite encourage followers to share their visions and 

goals. Leaders are sometimes acting as role models for their employees. They 

occasionally guide followers to trust,  admire, and resemble with them. Leaders 

may demonstrate high standards of ethical conduct and is also highly admired, 

respected and trusted by their followers 

According to the data shown in table (3) concerning the dimension of 

inspirational motivation, the percentage of overall acceptance was 47.75 %. 

While 18.625% of the sample marked neutral, the percentage of disagreement 

was 33.65%. The mean value was 3.168 and the standard deviation was 1.218, 

this means that the overall orientation of the respondents is neutral. This means 

that leaders sometimes are able to provide followers with a sense of motivation 

in their job that may generate additional goal-directed energy for the 

organization. That results in, leaders create a new vision, mobilize commitment 

to that new vision, convince his followers that they have the ability to achieve 

levels beyond the possible, provide a sense of purpose for goals, set clear 

strategies for achieving the vision, communicate these clearly to followers, and 

generate optimism amongst them. Therefore, followers react by willingly 

increasing their efforts to achieve the common vision.  

According to the data shown in table (3) concerning the dimension of 

intellectual stimulation, the percentage of overall acceptance was 58.325 %. 

While 21.45% of the sample marked neutral, the percentage of disagreement 

was 20.275%. The mean value was 3.56 and the standard deviation was 1.109, 

this means that the respondents accepted the dimension. This means that the 

leader provides an environment that is suitable for developing problem solving 

skills, and creativity. That means that, leaders stimulates subordinate to think 

creatively and use their imagination.  

According to the data shown in table (3) concerning the dimension of 

individual consideration, the percentage of overall acceptance was 24.91%. 

While 19.225% of the sample marked neutral, the percentage of disagreement 

was 55.9%. The mean value was 2.535 and the standard deviation was 

1.207, this means that the respondents disagreed with the dimension.  

This may be a result of the leaders feeling responsible about not take their 

employees opinions in consideration. Leaders do not attend to followers’ needs 

and do not listen to followers’ concerns, are not interest in professional and 

individual development for their subordinates, do not treat each one as an 

individual with unique needs and abilities and do not consider individual 

differences. 

Table (4): Overall Statistical Descriptive of transformational leadership 

The variable Mean SD 
Frequencies (%) 

1 2 3 4 5 

Transformationa

l leadership 
3.02 1.17 19.83 18.35 19.94 23.85 18.024 

*1 = strongly Disagree, 2= Disagree, 3=Neutral, 4=Agree, 5= Strongly Agree 
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Finally, as shown in table (4) the mean value of the overall variable of 

transformational leadership variable is (3.02); this value indicates that the 

respondents were neutral about the variable, which means that, the respondents 

indicate that their leaders are moderately applying the transformational 

leadership style. 

Table (5) : Statistical Descriptive of organizational commitment 

Dimension Mean SD 
Frequencies (%) 

1 2 3 4 5 

Affective Commitment  2.95 1.064 15.06 24.44 24.01 23.89 12.6 

Continuance Commitment  2.918 1.248 18.94 20.96 21.8 24.86 13.05 

Normative Commitment  3.068 1.194 16.09 16 30.5 19.84 17.58 

*1 = strongly Disagree, 2= Disagree, 3=Neutral, 4=Agree, 5= Strongly Agree 

According to the data shown in table (5) concerning the dimension of affective 

commitment, the percentage of overall acceptance was 36.49 %. While 24.01% 

of the sample marked neutral, the percentage of disagreement was 39.5%. The 

mean value was 2.95 and the standard deviation was 1.064. This means that the 

respondents were neutral about the dimension. This means that, the employees 

are sometimes become more involved and recognize the value of their identity 

from association with the organization.  

They occasionally believe in the organization’s goals and values and feel they 

are familiar with the organization and its principles. According to the data 

shown in table (5) concerning the dimension of continuance commitment, the 

percentage of overall acceptance was 37.91 %. While 21.8% of the sample 

marked neutral, the percentage of disagreement was 39.9%. The mean value 

was 2.918 and the standard deviation was 1.248. This means that the 

respondents disagreed with the dimension. This may be a result of the 

employee is aware of the costs and threats linked to leaving the organization.  

According to the data shown in table (5) concerning the dimension of 

normative commitment, the percentage of overall acceptance was 37.42 %. 

While 30.5% of the sample marked neutral, the percentage of disagreement 

was 32.09%. The mean value was 3.068 and the standard deviation was 1.194, 

this means that the respondents accepted the statement. This may be a result of 

employee beliefs that it is some kind of responsibility to stay in the 

organization, feeling of obligation to remain in the organization. 

Table (6) : Overall Statistical Descriptive of Organizational commitment 

The variable Mean SD 
Frequencies (%) 

1 2 3 4 5 

Organizational 

commitment 
2.98 1.17 16.7 20.5 25.44 22.9 14.41 

Finally, as shown in table (6) the mean value of the overall variable of 

Organizational commitment variable is (2.98); this value indicates that the 

respondents were neutral about the variable, which means that, the respondents 

are moderately committed to their companies. 
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3.3Verifying the Study Hypotheses: 

3.3.1 The relationship between transformational leadership and 

organizational commitment   

The following table investigates the correlation between the independent 

variables and the dependent variable 

Table (7) the relationship between transformational leadership and 

organizational commitment   

Affective 

Commitment  

Continuance 

Commitment  

Normative 

Commitment  

Organizational 

commitment   
 

.370
**

 .094 .086 .396
**

 Idealized influence  

.379
**

 .126
*
 .294

**
 .414

**
 

Inspirational 

motivation  

.260
**

 .037 .157
**

 .292
**

 Intellectual stimulation  

-.282
**

 .142
**

 .109* 

 

-.247** 

 

Individual 

consideration  

.372
**

 .025 .131
**

 .388
**

 
Transformational 

leadership style  

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

*. Correlation is significant at the 0.05 level (2-tailed). 

From the previous table, there is a significant correlation between the 

transformational leadership style scale and the organizational commitment 

dimension (the correlation value = 0.388 and, correlation is significant at the 

0.01 level) in the form of a moderate inverse correlation. This finding is 

consistent with the  studies of (Blankenship, 2010; Bushra et al. 2011; Kim et 

al., 2012; Kathleen, 2013; Salem, 2013; Swindell, 2014; Njoroge, 2015; 

Rossington, 2015; Gulluce et al., 2016; Lim, 2016; Naktiyok & Yekeler, 2016; 

Patiar & Wang, 2016; Triana et al., 2016).  

3.3.2 The influence of transformational leadership on organizational 

commitment   

Table (8) The influence of transformational leadership on organizational 

commitment   

P-Value T B The independent variable 

0.000 5.975 1.598 Idealized influence 

0.000 6.736 1.028 Inspirational motivation 

0.002 4.487 .802 intellectual stimulation 

0.000 -4.456 -.470 Individual consideration 

0.000 -5.318 -2.991 Transformational leadership style scale 

R2 F F significant 

0.69 26.370 0.000 
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From the previous table, the coefficient of determination is equal to 69% and 

this shows that the dimensions of transformational leadership succeeded in 

explaining changes in the organizational commitment as a whole increased by 

69%. As evidenced by the previous table that form as a moral value moral test 

F less than0.05.  

Also, there is a statistically significant positive moral impact of scale effect on 

organizational commitment scale ideal as a whole as the test value less 

than0.05. That indicates that the scale of the ideal impact positively on 

organizational commitment scale.  

4.3 Verifying the Study Hypotheses: 

To test the study Hypothesis that said, “There is significant relationship 

between transformational leadership and organizational commitment of 

airlines’ employees”. The study hypothesis was accepted”. 

5. Conclusions 

This research highlights the importance of transformational leadership style 

and its relation to organizational commitment components by examining the 

statistical relationship between the two variables. Empirical research was 

conducted on a sample of 407 employees. The data collected has been 

classified and tabulated to be thoroughly. The study employed a questionnaire 

as an instrument for data collection. 

To achieve the study objectives the researcher used two scale measurements 

The Multifactor Leadership Questionnaire and The Organizational 

Commitment Scale (Avolio & Bass, 2004). All the questionnaire forms were 

distributed from March to June 2017.  

The researcher has calculated the necessary percentages and formed the 

frequencies tables using one of the most important descriptive statistical 

techniques in identifying and defining the research variables and their response 

rates with drawn sample.  

The results of testing hypotheses revealed that there is a significant relationship 

between the transformational leadership and the organizational commitment of 

the airlines’ employees.  

6. Recommendations 

Based on the findings of this study, a number of recommendations can be 

formulated as recommendations to airline companies:  

1- Leaders should set plans to enhance employees’ participation in decision 

making, encourage them to share their aims, targets, visions and goals, 

cause them to distinguish with their leaders, unite employees with 

management and stimulate team spirit. 

2- Leaders should take their employees opinions in consideration, attend to 

followers’ needs and listen to their concerns, treat each one as an 

individual with unique needs and consider individual differences. 
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3- In order to raise the employees’ level of organizational commitment 

transformational leaders should try to make the better use of the overall 

working circumstances, performance appraisal, working environmental 

conditions, work practice in recruitment or selection and also working 

relationships. 

4- Leaders in aviation industry should re-examine their strategies to 

emphasize the organizational commitment via various means including 

lectures, seminars and training workshops. 
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 الركائز من تعتبر والتً بأكمله والعالم مصر فى السٌاحة صناعة من ساسٌا  أ جزءا   الطٌران صناعة تعد
 التفاعل ظواهر أهم من القٌادة تعتبر. مصر بٌنها ومن الدول من للعدٌد الاقتصادٌة التنمٌة فً المحورٌة

. أفرادها بٌن السائدة والروح إنتاجها مدى وفً الجماعة نشاط توجٌه فً ٌؤثرون القادة لأن الاجتماعً،
 القٌادة نمط نإ. تنظٌم أي نجاح ضوئه على ٌحدد الذي المعٌار أصبحت كونها من القٌادة أهمٌة وتتجلى

 قدرته ٌمٌزه ما أهم من والذي التقنً والتطور العلمً التقدم أفرزها التً القٌادٌة الأنماط من التحوٌلٌة
 المنهج علً الدراسة اعتمدت.ةالإبداعٌ قدراتهم وتنمٌة المرؤوسٌن سلوكٌات فً التأثٌر على العالٌة

 ثرأ عن وتحلٌلها المعلومات جمع خلال من دقٌقا وصفا   الدراسة موضوع لوصف التحلٌلً الوصفً
 الدراسة إجراء وكذلك المصرٌة، الطٌران شركات لموظفً التنظٌمً الالتزام علً التحوٌلٌة القٌادة

  علً وتوزٌعها استقصاء استمارة بتصمٌم الباحثة قامت حٌث الاستقصاءباستخدام أسلوب  المٌدانٌة
 تم الذي الدراسة عٌنه اختٌار تمو، الدراسة فترة خلال المختلفة المصرٌة الطٌران شركات موظفً
 إختٌار وتم الطٌران شركات موظفً من مختلفة وظٌفٌة فئات فً  تتمثل والتً  علٌها الدراسة تطبٌق
ج وجود علاقة ئوكانت أبرز النتا SPSSج باستخدام برنامج ئ، تم تحلٌل النتاموظف 704 لعدد العٌنة

 ذات دلالة إحصائٌة بٌن القٌادة التحوٌلٌة والالتزام التنظٌمً بشركات الطٌران المصرٌة.
 

الالتزام التنظٌمً، شركات الطٌران، مصر.القٌادة التحوٌلٌة، 


