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Introduction
Leadership style and organizational commitment have been 

examined extensively within the field of organizational behavior. 
Leadership has been considered a significant element in influencing 
organizational commitment among employees [1-3]. Several 
researchers [4-7] have studied the relationship between leadership style 
and organizational commitment. Other researchers have examined the 
importance of leadership within higher education institutions [8,9].

While not immune to the impact of leadership within higher 
education, there is limited research on leadership within Native 
American communities. To the author’s knowledge, there has 
been no other research examining leadership and its relationship to 
organizational commitment within Tribal Colleges and Universities. 
For this reason, this study examines the relationship between perceived 
leadership style of supervisors and organizational commitment of their 
subordinates within Tribal Colleges and Universities (TCUs). 

The perceived leadership styles of supervisors across all levels in 
the selected TCUs were examined using the Multifactor Leadership 
Questionnaire (MLQ 360 Form 5X Short) developed by Avolio and 
Bass (2004). Organizational commitment was measured through the 
TCM Employee Commitment Survey which is based on the Three-
Component Model of Organizational Commitment from [10] original 
Organizational Commitment Questionnaire (OCQ). 

This research is a descriptive study that describes what is prevalent 
regarding the problem under study in this case comparing perception 
of leadership style and its relationship to organization commitment 
among ethnic minority (Native American) and non-minority 

employees within Tribal Colleges and Universities. 

 In addition, the study determines relationship between each of the 
subcomponents from the Multifactor Leadership Questionnaire, and 
each of the subcomponents of the TCM Organizational Commitment 
Survey. Chapter one also includes the problem statement, purpose 
of study, theoretical framework, research questions, hypotheses, the 
significance of the study and definitions. 

Background
Not only leadership, but transformational leadership, has been 

suggested to have an impact on organizational commitment of 
followers. “Transformational leaders also tend to have more committed 
and satisfied followers” [11]. There is common agreement that higher 
education plays a meaningful role in driving economic development 
[12,13]. However, TCUs will need to continue to invest in their higher 
educational systems if they want higher education to continue to play a 
meaningful role towards economic development of these regions. 

Research has indicated that Tribal higher education plays a critical 

Abstract
Purpose: This study compares the perception of leadership style and its relationship to organizational commitment 

among ethnic minority (Native American) and non-minority employees within Tribal Colleges and Universities (TCUs). 

Design: Multiple linear regression models were used to analyze 262 survey responses based on data gathered 
through a demographic questionnaire, the Multifactor Leadership Questionnaire (MLQ 360 Form 5X Short) developed 
by Avolio and Bass (2004), and the Three-Component Model of Organizational Commitment from Meyer and Allen’s 
(1991) Organizational Commitment Questionnaire (OCQ). Each of the leadership styles were then included in multiple 
regressions against each of the organizational commitment subscales. 

Findings: The findings reveal a difference in relationship between perceived leadership style of the supervisor and 
continuance commitment of the subordinate among the ethnic minority and non-minority respondents. The minority 
respondents indicate a statistically significant negative relationship between leadership and continuance organizational 
commitment. Whereas, non-minority respondent indicates a non-significant relationship between leadership and 
continuance commitment. 

Originality/value: The study provides the first assessment between perceived leadership styles and organization 
commitment within the cross-cultural context of TCUs. This may be an incentive for training practices conducive to 
leadership styles which have a stronger relationship among different levels of employee commitment. More importantly, 
this paper helps bridge the gap between current researches on these variables in relation to a non-dominant societal 
perspective.
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role in economic development [14]. In addition, [15] states “Tribal 
Colleges all play important roles in the future development of Native 
American reservation communities, especially in establishing the 
foundation for future growth through skills development, technical 
assistance, and other efforts”. As such, Native American communities 
across the United States quest to be self-sufficient may not be achieved 
without a quality education system. 

In order to uphold quality higher educational systems within 
Native American communities, there must be the ability to not only 
attract, but retain, committed employees. Organizational commitment 
of the employee has been linked to turnover rates [16-18]. High 
turnover rates among faculty and staff can decrease the organizational 
effectiveness of the TCU. For a TCU to have a positive impact on their 
respected Tribal Community, the TCU needs to run effectively. 

There has been a considerable amount of research conducted on 
the impact of leadership on organizational commitment, and much 
of this research suggests that transformational leadership is directly 
related to organizational commitment [19-21]. A study conducted by 
Othman et al. [9], on a sample of Nigerian public university lecturers, 
examined the impact of leadership on the commitment of the lecturers. 
Their study suggests that transformational and transactional leadership 
styles both had a positive correlation to organizational commitment of 
Nigerian public university lecturers. 

There has been a considerable amount of research conducted on 
the Maori leadership styles [22-24]. The School of Linguistics and 
Applied Language Studies at Victoria University of Wellington have 
conducted research studies which investigated effective Maori leader 
qualities that might be overlooked when their communication styles 
are viewed through a mainstream lens. Their studies solidify the 
potential differences in leadership values in indigenous cultures. 

Othman et al. [9] Study was constructive in the development 
of leadership and organizational commitment theory since it 
examines the relationship between these variables from the context 
of a developing country. Many previous studies have focused on 
westernized or developed countries, so their study is significant in 
that it presents insights into the impact of leadership on commitment 
in a more collectivist culture. “For organizations who work with 
and employ a diversity of people, having a better understanding of 
underrepresented groups leadership qualities and preferences will 
aid in conveying changes that are needed in employee relations and 
satisfaction” [25]. Therefore, it was imperative that this study identified 
the perceived leadership styles of supervisors and the relationship to 
the organizational commitment of employees within Tribal Colleges 
and Universities. 

A study, in which the transformational leadership and Lakota 
leadership qualities were compared, showed few similarities [25]. 
Gambrell felt that Lakota leadership in its entirety does not completely 
correspond with transformational leadership due to transformational 
leadership’s organizational context. For this reason, Gambrell’s study 
contradicts this study as proposed. However, the transformational 
component of individualized consideration was said to have likeness to 
Lakota leadership qualities of putting others first. 

Purpose of the Study	
The purpose of this study was to determine whether a relationship 

exists between the perceived leadership styles of supervisors and the 
organizational commitment level of their subordinates at Tribal 
Colleges and Universities, while also examining any differences in 

response based on minority and non-minority subgroups. In doing so, 
it was the goal of this study to better understand leadership theory as it 
pertains to the stakeholders of TCUs. 

It has been researched that the components of transformational 
leadership can build follower commitment [11]. In addition, a study 
conducted on the effect of school principals’ leadership styles on 
teachers’ organizational commitment and job satisfaction identified 
the value of commitment lies in its association with job performance, 
lack of turnover intentions, and commitment to the goals of the school.

To determine whether a relationship exists between the perceived 
leadership styles of supervisors and the organizational commitment 
level of their subordinates at Tribal Colleges and Universities, 
TCU employees were surveyed with the Multifactor Leadership 
Questionnaire (MLQ 360 Form 5X Short) developed by Bass and Avolio 
(2004) to determine if they perceive their supervisor’s leadership style 
as transformational, transactional, or laissez-faire. 

The TCU employees were also surveyed with the TCM Employee 
Commitment Survey which is based on the Three-Component Model 
of Organizational Commitment from [10]. Original Organizational 
Commitment Questionnaire (OCQ), the organizational commitment 
level was measured through three subcomponents: normative 
commitment, affective commitment, and continuance commitment. 
The Tribal College employees were also asked to fill out a demographic 
questionnaire. The results were statistically analyzed to determine the 
relationship between each of the perceived leadership style components 
of the supervisor and each of the organizational commitment 
subcomponents (affective, normative, and continuance) of the follower. 

Significance of the Investigation and Contributions to 
Knowledge

This research topic serves as a benefit to those parties interested 
in further understanding the organizational dynamics within TCUs. 
TCUs were originally founded to meet the higher education needs of 
Native Americans, with most serving isolated populations that initially 
had no other means of higher education. The first TCU was founded in 
1968, and since then, the number of TCUs across the United States has 
increased to 37 [26]. TCUs operate more than 75 campuses in 16 states 
and serve students from more than 250 federally recognized Native 
American tribes. 

Significant contributions result from this research study. This study 
can assist leaders in Indigenous communities to apply leadership theory 
as it pertains to organizational commitment beyond prior research 
to date. This study serves organizations such as the American Indian 
College Fund and the American Indian Higher Education Consortium 
(AIHEC), whose mission is to support the work of the TCUs and their 
movement for tribal self-determination [26]. This paper also serves 
other donors that have an interest in leadership as it pertains to the 
retention and commitment of employees at TCUs. In addition, the 
results of the study may help these stakeholders alleviate the retention 
issues among TCU employees. 

TCUs have had a great impact on the state economies in which 
they are located [27], as well as an impact on the economic development 
of tribal community in which the TCU resides [28]. However, for the 
TCUs to run most effectively, it is imperative to combat employee 
turnover. Organizational commitment is recognized as a core predictor 
of turnover behavior [29], and while the relationship between leadership 
and organizational commitment has been researched in several settings 
[9,21,30,31], it has not been researched in a Native American community. 
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Tribal Colleges and Universities 
Tribal Colleges and Universities (TCUs) are a unique category 

of higher education institutions. TCUs were originally founded to 
meet the higher education needs of Native Americans, with most 
serving isolated populations that initially had no other means of 
higher education. The first TCU was founded in 1968 when Navajo 
Community College was founded and was originally referred to as 
Tribally Controlled Colleges (TCCs) rather than Tribal Colleges and 
Universities (TCUs) [32]. Since then, the number of TCUs across the 
United States has increased to 37 [26].

In his book “tribally controlled colleges: making good medicine”, 
[32] explains the inception of Navajo Community College, saying, 
While the movement toward Indian self-determination was taking 
place across the United States during the 1960s, events were moving 
quickest on the Navajo reservation. The Navajo also had special units 
in the Pacific conflicts during World War II known as “code talkers.” 
This service gave them an honored place in the non-Indian world on 
which to further build pride, leadership, and tribal government. These 
conditions led several young Navajo leaders in 1963 to ask, “Why don’t 
we control our own educational system?” 

The 1960s was an era of extreme expansion in higher education, with 
community colleges playing a major role, increasing approximately 
42% from 1968 to 1978. It was within this historical timeframe that 
Tribal Colleges also made their appearance. 

The 37 TCUs operate over 75 campuses in 16 states [26]. TCUs 
vary in enrollment size, focus, physical location and student population 
demographics (primarily Native American). However, Tribal identity 
is the core of every TCU, and they each share the mission of tribal self-
determination and service to their respective communities. 

While there are over 250 different Native American tribes across 
the United States, Mexico, and Canada that are served by the TCUs, 
these Colleges and Universities still struggle to retain diverse and 
underrepresented faculty and staff [33]. The American Indian College 
Fund is working to alleviate retention and leadership inadequacies at 
TCUs through a grant program. Their grant focuses on the retention of 
underrepresented, diverse faculty and leadership development. 

Research Methodology
This research examined the relationship between perceived 

leadership behaviors of supervisors and organizational commitment of 
employees at Tribal Colleges and Universities (TCUs) was conclusive 
research, as it involved a systematic process through which a specific 
market (TCU employees) were sampled and responses measured. In 
addition, the study was correlational research between the variables. In 
this case describing the perceived leadership styles of supervisors and 
their effect on the commitment levels of faculty at TCUs. 

Normative Organizational Commitment Data Analysis 
The study first examined the perceived leadership style of 

supervisors and their relationship to normative organizational 
commitment of subordinates within TCUs as defined by the TCM 
instrument [10]. Hypothesis one also includes three sub-hypotheses, 
H1a through H1c, in order to examine each leadership style as 
defined by the MLQ instrument [1] and its relationship to normative 
organizational commitment. 

Simultaneous multiple regression was conducted to investigate 
the perceived supervisors’ leadership styles as predictors of the 
normative organizational commitment of employees within TCUs. 
The combination of variables to predict normative organizational 
commitment from transformational leadership, transactional 
leadership and Laissez-faire leadership was statistically significant, F(3, 
258)=8.20, p<0.001. The beta coefficients are presented in Table 1. Note 
that only transformational leadership significantly predicts normative 
organizational commitment when all three leadership variables are 
included in the model. The adjusted R2 value was 0.077. This indicates 
that 7.7% of the variance in normative organizational commitment of 
TCU employees was explained by the model. 

Researchers have previously found significant correlation 
between transformational leadership and organizational commitment 
[34]. While Forte’s study found significant correlations between 
the subcomponents of transformational leadership to normative 
organizational commitment, Koppenhoefer’s study examined 
transformational leadership as one component as does this study.

Model Summary
Model R R Square Adjusted R Square Std. Error of the Estimate

1 0.295a 0.087 0.077 0.65225
aPredictors: (Constant), Laissez Faire, Transactional, Transformational

ANOVAa

Model Sum of Squares df Mean Square F Sig.
1 Regression 10.494 3 3.498 8.222 0.000b

Residual 109.760 258 0.425
Total 120.254 261

aDependent Variable: Normative Commitment Scale Mean
bPredictors: (Constant), Laissez Faire, Transactional, Transformational

Coefficientsa

Model Unstandardized Coefficients Standardized Coefficients t Sig.
B Std. Error Beta

1 (Constant) 2.641 0.304 8.688 0.000
Transformational 0.145 0.062 0.187 2.347 0.020

Transactional 0.177 0.093 0.125 1.903 0.058
LaissezFaire -0.065 0.060 -0.084 -1.092 0.276

aDependent Variable: Normative Commitment Scale Mean

Table 1: Multiple Regression Analysis Summary for Normative Organizational Commitment (N=262).



Citation: Henderson AM (2019) Perception of Leadership Style on Organizational Commitment: A Comparison of Ethnic Minority and Non-minority 
Employees within Tribal Colleges and Universities (TCUs). J Entrepren Organiz Manag 8: 270. 

Page 4 of 8

Volume 8 • Issue 1 • 1000270J Entrepren Organiz Manag, an open access journal
ISSN: 2169-026X

Affective Organizational Commitment Data Analysis 
The study also examined the perceived leadership styles of 

supervisors as defined by the MLQ instrument [1]. And their 
relationship to affective organizational commitment of subordinates 
within TCUs as defined by the TCM instrument [10]. The sample 
size was sufficiently large (n>30) allowing parametric testing through 
Pearson correlation coefficients and multiple regression analysis. 
Hypothesis two includes three sub-hypotheses, H2a through H2c, 
in order to examine each leadership style and their relationship to 
affective organizational commitment. 

Simultaneous multiple regression was conducted to investigate 
the perceived supervisors’ leadership styles as predictors of the 
affective organizational commitment of employees within TCUs. 
The combination of variables to predict normative organizational 
commitment from transformational leadership, transactional 
leadership and Laissez-faire leadership was statistically significant, F(3, 
258)=11.83, p<0.001. The beta coefficients are presented in Table 2. Note 
that only transformational leadership significantly predicts affective 
organizational commitment when all three leadership variables are 

included in the model. The adjusted R2 value was 0.111. This indicates 
that 11.1% of the variance in affective organizational commitment of 
TCU employees was explained by the model.

Continuance Organizational Commitment Data 
Analysis 

Next, the study examined the perceived leadership styles of 
supervisors as defined by the MLQ instrument and their relationship 
to continuance organizational commitment of subordinates within 
TCUs as defined by the TCM instrument [10]. The sample size was 
sufficiently large (n>30) allowing parametric testing through Pearson 
correlation coefficients and multiple regression analysis. 

Simultaneous multiple regression was conducted to investigate 
the perceived supervisors’ leadership styles as predictors of the 
continuance organizational commitment of employees within TCUs. 
The combination of variables to predict continuance organizational 
commitment from transformational leadership, transactional 
leadership and Laissez-faire leadership was statistically significant, F(3, 
258)=4.20, p<0.05. The beta coefficients are presented in Table 3. 

Model Summary
Model R R Square Adjusted R Square Std. Error of the Estimate

1 0.348a 0.121 0.111 0.69622
aPredictors: (Constant), Laissez Faire, Transactional, Transformational

ANOVAa

Model Sum of Squares df Mean Square F Sig.
1 Regression 17.202 3 5.734 11.829 0.000b

Residual 125.058 258 0.485
Total 142.259 261

aDependent Variable: Affective Commitment Scale Mean
bPredictors: (Constant), Laissez Faire, Transactional, Transformational

Coefficientsa

Model Unstandardized Coefficients Standardized Coefficients t Sig.
B Std. Error Beta

1 (Constant) 2.549 0.324 7.858 0.000
Transformational 0.235 0.066 0.280 3.575 0.000

Transactional 0.134 0.100 0.086 1.344 0.180
LaissezFaire -0.049 0.064 -0.058 -0.773 0.440

aDependent Variable: Affective Commitment Scale Mean
Table 2: Multiple Regression Analysis Summary for Affective Organizational Commitment (N=262).

Model Summary
Model R R Square Adjusted R Square Std. Error of the Estimate

1 0.216a 0.047 0.036 0.65828
aPredictors: (Constant), Laissez Faire, Transactional, Transformational

ANOVAa

Model Sum of Squares df Mean Square F Sig.
1 Regression 5.463 3 1.821 4.2 0.006b

Residual 111.8 258 0.433   
Total 117.263 261    

aDependent Variable: Continuance Commitment Scale Mean
bPredictors: (Constant), Laissez Faire, Transactional, Transformational

Coefficientsa

Model Unstandardized Coefficients Standardized Coefficients t Sig.
B Std. Error Beta

1 (Constant) 3.219 0.307 10.493 0.000
Transformational -0.166 0.062 -0.0217 -2.665 0.000

Transactional 0.132 0.094 0.094 1.399 0.180
LaissezFaire 0.007 0.060 0.009 0.112 0.440

aDependent Variable: Continuance Commitment Scale Mean
Table 3: Multiple Regression Analysis Summary for Continuance Organizational Commitment (N=262).
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The adjusted R2 value was 0.036. This indicates that 3.6% of the 
variance in continuance organizational commitment of TCU employees 
was explained by the model. Note that only transformational leadership 
significantly predicts continuance organizational commitment 
when all three leadership variables are included in the model, and 
the relationship of transformational leadership to continuance 
commitment is negative.

Additional Analyses 
To examine potential differences between specific demographic 

groups, the authors separated Native American and Non-Native 
American groups for further analysis. Previous findings have also 
identified the potential differences in leadership values in indigenous 
cultures [22-24]. Regression analyses indicating notable differences are 
discussed in further detail. 

The results of the analyses for the Native American versus non-
Native American respondents indicated a notable difference in the 
variance of continuance organizational commitment as explained 

by the model. The combination of variables to predict continuance 
organizational commitment from transformational leadership, 
transactional leadership and Laissez-faire leadership in Native 
American respondents was statistically significant, F(3, 125)= 4.232, 
p<0.05. The beta coefficients are presented in Table 4. 

Note that only transformational significantly predicts continuance 
organizational commitment when all three leadership variables 
are included in the model. In addition, the relationship between 
transformational leadership and continuance organizational commitment 
is a negative relationship. The adjusted R2 value was 0.070. This indicates 
that 7.0% of the variance in continuance organizational commitment of 
Native American employees was explained by the model. 

In comparison, the combination of variables to predict continuance 
organizational commitment from transformational leadership, 
transactional leadership and Laissez-faire leadership in non-Native 
American respondents was not statistically significant, F(3, 127)=1.29, 
p>0.05. The adjusted R2 value was 0.007. The beta coefficients are 
presented in Table 5. 

Model Summary
Model R R Square Adjusted R Square Std. Error of the Estimate

1 0.304a 0.092 0.070 0.68030
aPredictors: (Constant), Laissez Faire, Transactional, Transformational

ANOVAa

Model Sum of Squares df Mean Square F Sig.
1 Regression 5.876 3 1.959 4.232 0.007b

Residual 57.851 125 0.463
Total 63.727 128

aDépendent Variable : Continuance Commitment Scale Mean
bPredictors: (Constant), Laissez Faire, Transactional, Transformational

Coefficientsa

Model Unstandardized Coefficients Standardized Coefficients t Sig.
B Std. Error Beta

1 (Constant) 3.011 0.410 7.341 0.000
Transformational -0.198 0.092 -0.243 -2.154 0.033

Transactional 0.224 0.135 0.163 1.652 0.101
LaissezFaire 0.066 0.085 0.084 0.777 0.439

aDependent Variable: Continuance Commitment Scale Mean

Table 4: Multiple Regression Analysis Summary for Continuance Organizational Commitment of Native American Respondents (N=129).

Model Summary
Model R R Square Adjusted R Square Std. Error of the Estimate

1 0.172a 0.030 0.007 0.62565
aPredictors: (Constant), Laissez Faire, Transactional, Transformational

ANOVAa

Model Sum of Squares df Mean Square F Sig.
1 Regression 1.518 3 0.506 1.292 0.280b

Residual 49.712 127 0.391
Total 51.230 130

aDependent Variable: Continuance Commitment Scale Mean
bPredictors: (Constant), Laissez Faire, Transactional, Transformational

Coefficientsa

Model Unstandardized Coefficients Standardized Coefficients t Sig.
B Std. Error Beta

1 (Constant) 3.641 0.465 7.828 0.000
Transformational -0.162 0.084 -0.230 -1.935 0.055

Transactional 0.034 0.132 0.023 0.255 0.799
LaissezFaire -0.112 0.087 -0.149 -1.293 0.198

aDependent Variable: Continuance Commitment Scale Mean

Table 5: Multiple Regression Analysis Summary for Continuance Organizational Commitment of non-Native American Respondents (N=131).
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Summary
The results of the study indicated a statistically significant 

relationship between leadership and each component of commitment. 
However, the results indicated only transformational leadership as a 
statistically significant predictor of each component of organizational 
commitment. The direction of the relationship of transformational 
leadership to continuance commitment was negative. 

The Native American and non-Native American respondents 
showed the greatest different in continuance commitment. The Native 
American respondents indicated a statistically significant negative 
relationship between leadership and continuance organizational 
commitment. Whereas, the non-Native American respondents 
indicated  non-significant relationship between leadership and 
continuance commitment. The model for the Native American 
respondents explained 7.0% of the variance in continuance 
organizational commitment. 

Conclusion
As previously discussed, Native American reservations often 

have limited employment opportunities, which has led to high 
unemployment rates and low per capita income. With Tribal 
College and Universities taking a leading role in the effort to combat 
unemployment in the Native American populations, they can help to 
shape the economic future of their respective indigenous communities. 

The results of the study indicate a statistically significant positive 
correlation between each of the perceived leadership style of supervisors 
and normative and affective commitment of the TCU employees. 
However, in each case, only transformational leadership significantly 
predicts normative and affective organizational commitment when all 
three leadership variables (transformational, transactional, and Laissez-
faire) are included in the model. The relationship of transformational 
leadership to normative and affective organizational commitment is 
positive. 

In the case of continuance commitment, the results indicate a 
statistically significant negative correlation between the perceived 
leadership style of the supervisor and continuance commitment of 
the TCU employees. However, only transformational leadership 
significantly predicts continuance organizational commitment when all 
three leadership variables (transformational, transactional, and Laissez-
faire) are included in the model. The relationship of transformational 
leadership to continuance organizational commitment is negative. 

Forte [34] found public school teacher continuance commitment’s 
negative correlation with the transformational leadership components. 
Continuance commitment is generally commitment based on the lack 
of alternatives [35]. In this study, as like Forte’s study, Tribal College 
and University employees’ continuance commitment’s negative 
correlation with leadership measures suggests that employees do not 
perceive a lack of alternatives or feel they must stay in their positions. 

Native American and Non-Native American employees differed in 
their continuance organizational commitment in relationship to their 
perception of their supervisors’ leadership style. The relationship between 
transformational leadership and continuance organizational commitment 
in Native American respondents indicated a statistically significant 
negative relationship. In comparison, the combination of variables to 
predict continuance organizational commitment from transformational 
leadership, transactional leadership and Laissez-faire leadership in non-
Native American respondents was not statistically significant.

Given this information, it is appropriate to suggest one 
leadership style over the other. It will be beneficial for TCU leaders 
to focus leadership initiatives and training on transformational 
leadership components over transactional as these components were 
those indicating a positive relationship to affective and normative 
commitment and a negative relationship to continuance commitment. 

Future Research
The difference in results of the TCU Native American and non-

Native American respondents regarding continuance commitment 
indicates that a transformational leadership style can have a 
positive impact on organizational commitment of Native American 
respondents. While the relationship between transformational 
leadership and continuance organizational commitment in Native 
American respondents indicated a statistically significant negative 
relationship, one must examine the meaning of this relationship from 
a deeper context. 

Those respondents with strong continuance commitment scores 
stay with an organization merely because they must. Respondents in 
which the continuance commitment scores are elevated suggest that 
the employee may feel “trapped” at the TCU. In addition, while this can 
result in a relatively low rate of turnover, research suggests that these 
employees may do little beyond what is required of them [10].

In consideration, the negative relationship between transformational 
leadership and continuance organizational commitment in Native 
American respondents may be an indicator that these employees have 
less of a “trapped” feeling in their TCU and are willing to go beyond 
what is required for their respective position. However, future research 
is warranted to further determine the meaning behind this relationship. 

Significance of the Study 
There is a significant similarity between the current study and 

previous studies [36,37] indicating a positive relationship between 
transformational leadership style and organizational commitment. 
The results of the study indicate that the variance in TCU employee 
commitment levels can be explained by the perceived transformational 
leadership of their supervisors. This finding is significant because 
it highlights the importance of the presence of transformational 
leadership in the TCU setting. 

Like idealized influence, inspirationally motivated leaders also 
focus on moral values, encouraging followers to consider moral values 
as these values pertain to the group [11]. A challenging and meaningful 
shared vision or mission engages followers in shared goals [38]. The 
shared vision can instill hope, confidence, and optimism that the 
followers are able to create a brighter future [39].

This signifies the importance of future research pertaining to the 
impact of cultural leadership values in relationship to organizational 
commitment. The authors cannot make the implication that because 
a respondent is Native American, she would be more likely to follow 
cultural values. However, the difference in response outcomes of 
Native American and non-Native American respondents in reference 
to continuance commitment is an indication that future research is 
warranted in this area. 

Contributions to Knowledge 
Literature suggests that transformational leaders are “able to 

influence followers’ organizational commitment by promoting 
higher levels of intrinsic value associated with goal accomplishment, 
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emphasizing the linkages between follower effort and goal achievement, 
and by creating a higher level of personal commitment on the part of the 
leader and followers to a common vision, mission, and organizational 
goals” [40]. In addition, a study conducted by [21] suggests that 
transformational leadership explains a greater proportion of variance 
in organizational commitment when the group was more collectivistic 
versus individualistic. However, later literature suggests that their 
study may be flawed since their sample drew from predominantly 
collectivistic cultures [30].

It has been recognized that transformational leadership has 
been linked, both empirically and conceptually to organizational 
commitment [19,40-42]. There have been a number of these studies 
that examine the relationship between transformational leadership and 
organizational commitment from a cross-cultural perspective [43,44] 
including a study that examined the influence of leadership styles on 
organizational commitment on faculty at a public university in Nigeria [20].

 However, this is the first study to empirically examine the influence 
of perceived leadership styles of supervisors on the organizational 
commitment of their subordinates at Tribal Colleges/Universities 
(TCUs). One study [44] even suggested that further studies should 
examine this relationship in different countries to determine the 
potential difference in results that might occur. While research has 
suggested that transformational leadership in a more collectivist culture 
may explain more of the variance in organizational commitment [21] 
it is not evident whether the atmosphere within TCUs would react in a 
predominantly collectivist or individualist nature. 

As previously stated, this information is particularly useful for 
programs such as the American Indian College Fund who has donated 
millions of dollars to increase intellectual capital at TCUs, including 
the retention of qualified employees. The results of the study do 
not specifically indicate whether TCU employees are collectivist 
or individualist in nature, but the results will help identify which 
leadership styles have the greatest impact on the different levels of 
commitment within TCUs. 

There are several contributions to knowledge and key implications 
that stem from this research. The study is an incentive for training 
practices that are conducive to the leadership styles that may have a 
positive impact on employee commitment. In addition, the research 
serves stakeholders who may have an interest in supervisory leadership 
style as it pertains to the commitment of employees TCUs. 	  

In addition, the study helps bridge the gap between what is 
known about leadership styles in relation to a non-dominant societal 
perspective. While the results of the study combine a mixture of 
minority and non-minority employees, most of the respondents (58%) 
identified as either Native American or of mixed race. 

Recommendations 
The results of this investigation lead to the recommendation 

that Tribal College and University supervisors, administrators, and 
academic researchers should focus on transformational leadership 
styles in conjunction with the continuous sharing of the vision and 
mission of the respective TCU in order to help foster organizational 
commitment in their employees. 

Measuring the effectiveness of supervisors’ leadership continues to 
be a top priority for any organization. More importantly, it has been 
identified that TCUs may not be able to follow the mainstream literature 
pertaining to leadership style and organizational commitment. Rather, 

they should continue to examine the components of supervisors’ 
leadership style as it pertains to organizational commitment in their 
respective TCU. 

Direction for Future Research 
Future research should expand on the impact of leadership styles 

on organizational commitment within Tribal Colleges and Universities 
(TCUs) to include the specific examination of cultural values as they 
pertain to leadership styles and organizational commitment. This is 
an important extension given the results of the current study. Future 
research should further examine the lack of correlation between 
non-Native Americans and continuance organizational commitment 
within TCUs. Other areas of research could include an examination 
of the retention of students based on the perceived leadership style of 
their instructors. 

Study Limitations
It is assumed that the respondents are representative of the Tribal 

Colleges and Universities population in which the hypotheses are 
inferring. Since the study was not conducted at all TCUs, rather a 
sample of seven of TCUs, this is a limitation. It is an assumption that 
the TCU sample of faculty and staff are be representative of the TCU 
population of faculty and staff. 

The results of this study have created a foundation for future 
researchers to explore the relationship between perceived leadership 
styles, cultural values, and organizational commitment as it impacts the 
future success of Tribal Colleges and Universities.

References

1.	 Burns JM (1978) Leadership. Harper and Row, New York.

2.	 Bycio P, Hackett RD, Allen JS (1995) Further assessments of Bass’s (1985) 
Conceptualization of transactional and transformational leadership. J Appl 
Psychol 80: 468-478. 

3.	 Goodwin VL, Wofford JC, Whittington JL (2001) A theoretical and empirical 
extension to the transformational leadership construct. J Organ Behav 22: 
759-774. 

4.	 Brown B (2003) Employees organizational commitment and their perception 
of supervisors’ relations-oriented and task-oriented leadership behaviors PhD 
Dissertation, Virginia Polytechnic Institute and State University. 

5.	 Bushna F, Usman A, Naveed A (2004) Effects of transformational leadership 
on employee job satisfaction and organizational commitment in the banking 
sector of Pakistan. International Journal of Business and Social Sciences 2: 
261-267. 

6.	 Buciuniene I, Skudiene V (2008) Impact of leadership styles on employees’ 
organizational commitment in Lithuanian manufacturing companies. South 
East European Journal of Economics and Business 3: 57-66. 

7.	 Ali N, Babar M, Bangash S (2011) Relationship between leadership style 
and organizational commitment among medical representatives of national 
and multinational pharmaceutical companies: Pakistan (An empirical study). 
Interdisciplinary Journal of Contemporary Research in Business 2: 524-529. 

8.	 Cohen M, March J (1986) Leadership and ambiguity: The American college 
presidency, Harvard Business School, Boston.

9.	 Othman J, Mohammed K, D’Silva L (2013) Does a transformational and 
transactional leadership style predict organizational commitment among public 
university lecturers in Nigeria? Asian Social Science 9: 165-170. 

10.	Meyer J, Allen N (1991) A three-component conceptualization of organizational 
commitment, Human Resource Management Review 1: 61-89. 

11.	Bass B, Riggio R (2006) Transformational leadership Lawrence Erlbaum, 
Mahwah, NJ.

12.	Pappas J, Eckart C (1997) Strategies for the Future: Continuing Higher 

http://www.scirp.org/(S(351jmbntvnsjt1aadkposzje))/reference/ReferencesPapers.aspx?ReferenceID=895083
https://psycnet.apa.org/record/1995-42525-001
https://psycnet.apa.org/record/1995-42525-001
https://psycnet.apa.org/record/1995-42525-001
https://psycnet.apa.org/record/2001-05269-003
https://psycnet.apa.org/record/2001-05269-003
https://psycnet.apa.org/record/2001-05269-003
https://vtechworks.lib.vt.edu/handle/10919/26676
https://vtechworks.lib.vt.edu/handle/10919/26676
https://vtechworks.lib.vt.edu/handle/10919/26676
https://www.researchgate.net/publication/267367371_Effect_of_Transformational_Leadership_on_Employees'_Job_Satisfaction_and_Organizational_Commitment_in_Banking_Sector_of_Lahore_Pakistan
https://www.researchgate.net/publication/267367371_Effect_of_Transformational_Leadership_on_Employees'_Job_Satisfaction_and_Organizational_Commitment_in_Banking_Sector_of_Lahore_Pakistan
https://www.researchgate.net/publication/267367371_Effect_of_Transformational_Leadership_on_Employees'_Job_Satisfaction_and_Organizational_Commitment_in_Banking_Sector_of_Lahore_Pakistan
https://www.researchgate.net/publication/267367371_Effect_of_Transformational_Leadership_on_Employees'_Job_Satisfaction_and_Organizational_Commitment_in_Banking_Sector_of_Lahore_Pakistan
https://content.sciendo.com/view/journals/jeb/3/2/article-p57.xml
https://content.sciendo.com/view/journals/jeb/3/2/article-p57.xml
https://content.sciendo.com/view/journals/jeb/3/2/article-p57.xml
http://connection.ebscohost.com/c/articles/59973618/relationship-between-leadership-styles-organizational-commitment-amongst-medical-representatives-national-multinational-pharmaceuticals-companies-pakistan-empirical-study
http://connection.ebscohost.com/c/articles/59973618/relationship-between-leadership-styles-organizational-commitment-amongst-medical-representatives-national-multinational-pharmaceuticals-companies-pakistan-empirical-study
http://connection.ebscohost.com/c/articles/59973618/relationship-between-leadership-styles-organizational-commitment-amongst-medical-representatives-national-multinational-pharmaceuticals-companies-pakistan-empirical-study
http://connection.ebscohost.com/c/articles/59973618/relationship-between-leadership-styles-organizational-commitment-amongst-medical-representatives-national-multinational-pharmaceuticals-companies-pakistan-empirical-study
https://searchworks.stanford.edu/view/1605323
https://searchworks.stanford.edu/view/1605323
http://www.ccsenet.org/journal/index.php/ass/article/view/23543
http://www.ccsenet.org/journal/index.php/ass/article/view/23543
http://www.ccsenet.org/journal/index.php/ass/article/view/23543
https://www.sciencedirect.com/science/article/abs/pii/105348229190011Z
https://www.sciencedirect.com/science/article/abs/pii/105348229190011Z
https://www.tandfonline.com/doi/abs/10.1080/10887150701451312
https://www.tandfonline.com/doi/abs/10.1080/10887150701451312
https://www.researchgate.net/publication/229628591_Strategies_for_the_Future_Continuing_Higher_Education_and_Economic_Development


Citation: Henderson AM (2019) Perception of Leadership Style on Organizational Commitment: A Comparison of Ethnic Minority and Non-minority 
Employees within Tribal Colleges and Universities (TCUs). J Entrepren Organiz Manag 8: 270. 

Page 8 of 8

Volume 8 • Issue 1 • 1000270J Entrepren Organiz Manag, an open access journal
ISSN: 2169-026X

Education and Economic Development. New Directions for Higher Education 
97: 96-101. 

13.	Shaffer D, Wright D (2010) A new paradigm for economic development: How 
higher education institutions are working to revitalize their regional and state 
economies. The Public Policy Research Arm of the State University of New 
York, pp. 1-74. 

14.	Baker P, Lynch P (1994) Tribal governance and economic development of 
American Indian nations. Tribal College Journal of American Indian Higher 
Education 6: 26-32.

15.	Schmitt B (2013) Defining economic success as it pertains to Native American 
owned business located on/or adjacent to North Dakota reservations. A 
Dissertation. North Dakota State University, Fargo, ND. 

16.	Bluedorn A (1982) A unified model of turnover from organizations. Human 
Resour 35: 135-153. 

17.	Hollenbeck J, Williams C (1986) Turnover functionality versus turnover 
frequency: A note on work attitudes and organizational effectiveness. J Appl 
Psychol 71: 606-611. 

18.	Joo B (2010) Organizational commitment for knowledge workers: The roles 
of perceived organizational learning culture, leader–member exchange quality, 
and turnover intention. Human Resource Development Quarterly 21: 69-85. 

19.	Lowe K, Kroeck G, Sivasubramaniam N (1996) Effectiveness correlates of 
transformational and transactional leadership: A meta-analytic review of the 
MLQ literature. Leadership Quarterly 7: 385-425. 

20.	Mohammed K, Othman J, D’Silva J (2012) Social demographic factors that 
influence transformational leadership styles among top management in 
selected organizations in Malaysia. Asian Social Science 8: 51-58. 

21.	Walumbwa F, Lawler J (2003) Building effective organizations: Transformational 
leadership, collectivist orientation, work-related attitudes, and withdrawal 
behaviors in three emerging economies. International Journal of Human 
Resource Management 14: 1083-1101. 

22.	Holmes J (2007) Humour and the construction of Maori leadership at work. 
Leadership 3: 5-27.

23.	Holmes J, Vine B, Marra M (2009) Maori men at work: leadership, discourse 
and ethnic identity. Intercultural Pragmatics 6: 345-366. 

24.	Jackson B, Pfeifer D, Vine B (2006) The co-leadership of transformational 
leadership: A discourse analysis. Proceedings of the 20th ANZAM Australian 
New Zealand Academy of Management, Conference on Management: 
Pragmatism, Philosophy, Priorities, Central Queensland University, 
Rockhampton. 

25.	Gambrell K (2009) Healers and helpers, unifying the people: A qualitative 
study of Lakota leadership” Theses, Dissertations, & Student Scholarship: 
Agricultural Leadership, Education & Communication Department pp. 1-157. 

26.	American Indian Higher Education Consortium (2013) American Indian Higher 
Education Consortium: Tribal colleges and universities. 

27.	Coon R, Bangsund D, Hodur N (2013) Economic contributions of North 
Dakota’s tribal colleges in 2012. Agribusiness and Applied Economics North 
Dakota State University Fargo, ND. 

28.	Boyer P (1997) Native American Colleges: Progress and Prospects. A Special 
Report, Jossey-Bass, San Francisco, CA. 

29.	Sinclair R, Tucker J, Cullen J, Wright C (2005) Performance differences among 
four commitment profiles. J App Psych 90: 1280-1287. 

30.	Walumbwa F, Lawler J, Avolio B (2007) Leadership, individual differences and 
work-related attitudes: A cross-culture investigation. Applied Psychology: An 
International Review 56: 212-230. 

31.	Dunn M, Dastoor B, Sims R (2012) Transformational leadership and 
organizational commitment: A cross-cultural perspective. Journal of 
Multidisciplinary Research 4: 45-59. 

32.	Stein W (1992) Tribally controlled colleges: Making good medicine. Peter Lang 
Publishing, Inc. New York.

33.	American Indian College Fund (2012) Tribal colleges: Woksape Oyate.

34.	Forte J (2015) Principal leadership style and teacher commitment in the Indiana 
school choice scholarship program environment. ProQuest Dissertations & 
Theses A&I. 

35.	Jaros S (2007) Meyer and Allen model of organizational commitment: 
Measurement issues. The Icfai Journal of Organizational Behavior 6: 7-25.

36.	Adadevoh E (2003) The relationship between transformational and transactional 
leadership behaviors of nursing manager satisfaction and organizational 
commitment among hospital nursing staff, ProQuest Digital Dissertations 
Database Nova Southeastern University.

37.	Kamencik J (2003) Significance of a transformational leadership style in 
practice environments: Perceptions of nurse and mid-level nurse managers. 
ProQuest Digital Dissertations Database Vanderbilt University. 

38.	Bass B, Steidlmeier P (1999) Ethics character and authentic transformational 
leadership behavior. Leadership Quarterly 10: 181-217. 

39.	Sosik J, Zhu W, Blair A (2011) Felt-authenticity and demonstrating 
transformational leadership in faith communities. Journal of Behavioral and 
Applied Management 12: 179-199. 

40.	Avolio B, Bass B (2004) Multifactor leadership questionnaire. manual and 
sampler set, Mind Garden, Redwood City, CA.

41.	Asgari A, Silong A, Ahmad A, Abu Samah B (2008) The relationship between 
transformational leadership behaviors, organizational justice, leader-member 
exchange, perceived organizational support, trust in management and 
organizational citizenship behavior. Eur J Sci Res 23: 227-242. 

42.	Hinduan Z, Wilson-Evered E, Moss S, Scannell E (2009) Leadership, work 
outcomes and openness to change following an Indonesian bank merger. Asia 
Pacific Journal of Human Resources 47: 59-78. 

43.	Ozbaran Y (2010) The relationship between Turkish traffic enforcement officers 
job satisfaction and officers perception of their leaders leadership styles. The 
University of Texas at Dallas.

44.	Tuna M, Ghazzawi I, Tuna A, Catir O (2011) Transformational leadership and 
organizational commitment: The case of Turkey’s hospitality industry. SAM 
Advanced Management Journal 76: 10-25.

https://www.researchgate.net/publication/229628591_Strategies_for_the_Future_Continuing_Higher_Education_and_Economic_Development
https://www.researchgate.net/publication/229628591_Strategies_for_the_Future_Continuing_Higher_Education_and_Economic_Development
file:///C:\Users\pankaj-p\Downloads\22117 (1).pdf
file:///C:\Users\pankaj-p\Downloads\22117 (1).pdf
file:///C:\Users\pankaj-p\Downloads\22117 (1).pdf
file:///C:\Users\pankaj-p\Downloads\22117 (1).pdf
https://tribalcollegejournal.org/tribal-governance-economic-development-american-indian-nations/
https://tribalcollegejournal.org/tribal-governance-economic-development-american-indian-nations/
https://tribalcollegejournal.org/tribal-governance-economic-development-american-indian-nations/
https://library.ndsu.edu/ir/bitstream/handle/10365/26931/Defining Economic Success as it Pertains to Native American Owned Businesses Located onor Adjacent to North Dakota Reservations.pdf?sequence=1&isAllowed=y
https://library.ndsu.edu/ir/bitstream/handle/10365/26931/Defining Economic Success as it Pertains to Native American Owned Businesses Located onor Adjacent to North Dakota Reservations.pdf?sequence=1&isAllowed=y
https://library.ndsu.edu/ir/bitstream/handle/10365/26931/Defining Economic Success as it Pertains to Native American Owned Businesses Located onor Adjacent to North Dakota Reservations.pdf?sequence=1&isAllowed=y
https://journals.sagepub.com/doi/10.1177/001872678203500204
https://journals.sagepub.com/doi/10.1177/001872678203500204
https://psycnet.apa.org/record/1987-12156-001
https://psycnet.apa.org/record/1987-12156-001
https://psycnet.apa.org/record/1987-12156-001
https://onlinelibrary.wiley.com/doi/abs/10.1002/hrdq.20031
https://onlinelibrary.wiley.com/doi/abs/10.1002/hrdq.20031
https://onlinelibrary.wiley.com/doi/abs/10.1002/hrdq.20031
https://www.sciencedirect.com/science/article/pii/S1048984396900272
https://www.sciencedirect.com/science/article/pii/S1048984396900272
https://www.sciencedirect.com/science/article/pii/S1048984396900272
https://www.researchgate.net/publication/274145059_Social_Demographic_Factors_That_Influence_Transformational_Leadership_Styles_among_Top_Management_in_Selected_Organizations_in_Malaysia
https://www.researchgate.net/publication/274145059_Social_Demographic_Factors_That_Influence_Transformational_Leadership_Styles_among_Top_Management_in_Selected_Organizations_in_Malaysia
https://www.researchgate.net/publication/274145059_Social_Demographic_Factors_That_Influence_Transformational_Leadership_Styles_among_Top_Management_in_Selected_Organizations_in_Malaysia
https://www.tandfonline.com/doi/abs/10.1080/0958519032000114219
https://www.tandfonline.com/doi/abs/10.1080/0958519032000114219
https://www.tandfonline.com/doi/abs/10.1080/0958519032000114219
https://www.tandfonline.com/doi/abs/10.1080/0958519032000114219
https://journals.sagepub.com/doi/10.1177/1742715007073061
https://journals.sagepub.com/doi/10.1177/1742715007073061
https://www.degruyter.com/view/j/iprg.2009.6.issue-3/iprg.2009.018/iprg.2009.018.xml
https://www.degruyter.com/view/j/iprg.2009.6.issue-3/iprg.2009.018/iprg.2009.018.xml
https://www.anzam.org/wp-content/uploads/pdf-manager/2152_JACKSON,_PFEIFER_AND_VINE,_ANZAM_2006_FINAL%5b1%5d.PDF
https://www.anzam.org/wp-content/uploads/pdf-manager/2152_JACKSON,_PFEIFER_AND_VINE,_ANZAM_2006_FINAL%5b1%5d.PDF
https://www.anzam.org/wp-content/uploads/pdf-manager/2152_JACKSON,_PFEIFER_AND_VINE,_ANZAM_2006_FINAL%5b1%5d.PDF
https://www.anzam.org/wp-content/uploads/pdf-manager/2152_JACKSON,_PFEIFER_AND_VINE,_ANZAM_2006_FINAL%5b1%5d.PDF
https://www.anzam.org/wp-content/uploads/pdf-manager/2152_JACKSON,_PFEIFER_AND_VINE,_ANZAM_2006_FINAL%5b1%5d.PDF
https://digitalcommons.unl.edu/aglecdiss/17/
https://digitalcommons.unl.edu/aglecdiss/17/
https://digitalcommons.unl.edu/aglecdiss/17/
http://www.aihec.org/who-we-serve/TCUmap.cfm
http://www.aihec.org/who-we-serve/TCUmap.cfm
http://www.aihec.org/our-stories/docs/reports/ND-TC-EconomicContribution_2013.pdf
http://www.aihec.org/our-stories/docs/reports/ND-TC-EconomicContribution_2013.pdf
http://www.aihec.org/our-stories/docs/reports/ND-TC-EconomicContribution_2013.pdf
https://eric.ed.gov/?id=ED409037
https://eric.ed.gov/?id=ED409037
https://www.ncbi.nlm.nih.gov/pubmed/16316281
https://www.ncbi.nlm.nih.gov/pubmed/16316281
https://www.researchgate.net/publication/227837443_Leadership_Individual_Differences_and_Work-related_Attitudes_A_Cross-Culture_Investigation
https://www.researchgate.net/publication/227837443_Leadership_Individual_Differences_and_Work-related_Attitudes_A_Cross-Culture_Investigation
https://www.researchgate.net/publication/227837443_Leadership_Individual_Differences_and_Work-related_Attitudes_A_Cross-Culture_Investigation
https://www.questia.com/library/journal/1P3-2623051631/transformational-leadership-and-organizational-commitment
https://www.questia.com/library/journal/1P3-2623051631/transformational-leadership-and-organizational-commitment
https://www.questia.com/library/journal/1P3-2623051631/transformational-leadership-and-organizational-commitment
https://eric.ed.gov/?id=ED373809
https://eric.ed.gov/?id=ED373809
https://collegefund.org/research-and-programs/capacity-building-programs/woksape-oyate/
https://pqdtopen.proquest.com/results.html?keywords=Laissez-faire
https://pqdtopen.proquest.com/results.html?keywords=Laissez-faire
https://pqdtopen.proquest.com/results.html?keywords=Laissez-faire
https://pdfs.semanticscholar.org/7546/2d9094b420466ad68c404527c7b6cb38d040.pdf
https://pdfs.semanticscholar.org/7546/2d9094b420466ad68c404527c7b6cb38d040.pdf
https://www.sciencedirect.com/science/article/pii/S1048984399000168
https://www.sciencedirect.com/science/article/pii/S1048984399000168
https://psycnet.apa.org/record/2011-25906-002
https://psycnet.apa.org/record/2011-25906-002
https://psycnet.apa.org/record/2011-25906-002
http://www.scirp.org/(S(351jmbntvnsjt1aadkposzje))/reference/ReferencesPapers.aspx?ReferenceID=1193290
http://www.scirp.org/(S(351jmbntvnsjt1aadkposzje))/reference/ReferencesPapers.aspx?ReferenceID=1193290
https://www.semanticscholar.org/paper/The-relationship-between-Turkish-traffic-officers'-Ozbaran/88cb57b0a0e5eceea6a3ac5ccdc1ffbb28e09c1c
https://www.semanticscholar.org/paper/The-relationship-between-Turkish-traffic-officers'-Ozbaran/88cb57b0a0e5eceea6a3ac5ccdc1ffbb28e09c1c
https://www.semanticscholar.org/paper/The-relationship-between-Turkish-traffic-officers'-Ozbaran/88cb57b0a0e5eceea6a3ac5ccdc1ffbb28e09c1c
https://www.semanticscholar.org/paper/The-relationship-between-Turkish-traffic-officers'-Ozbaran/88cb57b0a0e5eceea6a3ac5ccdc1ffbb28e09c1c
https://onlinelibrary.wiley.com/doi/abs/10.1177/1038411108099290
https://onlinelibrary.wiley.com/doi/abs/10.1177/1038411108099290
https://onlinelibrary.wiley.com/doi/abs/10.1177/1038411108099290
https://www.semanticscholar.org/paper/The-relationship-between-Turkish-traffic-officers'-Ozbaran/88cb57b0a0e5eceea6a3ac5ccdc1ffbb28e09c1c
https://www.semanticscholar.org/paper/The-relationship-between-Turkish-traffic-officers'-Ozbaran/88cb57b0a0e5eceea6a3ac5ccdc1ffbb28e09c1c
https://www.semanticscholar.org/paper/The-relationship-between-Turkish-traffic-officers'-Ozbaran/88cb57b0a0e5eceea6a3ac5ccdc1ffbb28e09c1c
https://www.researchgate.net/publication/322242049_Transformational_leadership_and_organizational_commitment_The_case_of_Turkey's_hospitality_industry
https://www.researchgate.net/publication/322242049_Transformational_leadership_and_organizational_commitment_The_case_of_Turkey's_hospitality_industry
https://www.researchgate.net/publication/322242049_Transformational_leadership_and_organizational_commitment_The_case_of_Turkey's_hospitality_industry

	Title
	Corresponding author
	Abstract
	Keywords
	Introduction
	Background 
	Purpose of the Study  
	Significance of the Investigation and Contributions to Knowledge 
	Tribal Colleges and Universities  
	Research Methodology 
	Normative Organizational Commitment Data Analysis  
	Affective Organizational Commitment Data Analysis  
	Continuance Organizational Commitment Data Analysis  
	Additional Analyses  
	Summary 
	Conclusion 
	Future Research 
	Significance of the Study  
	Contributions to Knowledge  
	Recommendations  
	Direction for Future Research  
	Study Limitations 
	Table 1
	Table 2
	Table 3
	Table 4
	Table 5
	References

