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Leadership Behaviour And Organizational Commitment
Capitalizing on significant developments in social science over the past twenty years, this book explores both the positive and
negative aspects of power, identifying opportunities and threats. It shows how managers and employees can manage power in
order to make it a constructive force in organizations.
Now in its third edition, Colquitt-LePine-Wesson continues to offer a novel and innovative approach to teaching organizational
behavior. The focus, tone, and organization of the book shows students that: OB really matters - The book opens with two
chapters barely covered in other texts: job performance and organizational commitment. Those topics are critical to managers and
students alike, and represent two of the most critical outcomes in OB. Each successive chapter then links that chapter’s topic
back to those outcomes, illustrating why OB matters in today’s organizations. OB topics all fit together - The book is structured
around an integrative model, shown on the back cover and spotlighted in the first chapter, that provides a roadmap for the course.
The model illustrates how individual, team, leader, and organizational factors shape employee attitudes, and how those attitudes
impact performance and commitment. In this way, the model reminds students where they are, where they've been, and where
they're going. OB is all around them - The book includes innovative insert box features that students actually enjoy reading. OB on
Screen uses scenes from popular films, such as the Social Network, Up in the Air, Inception, and the King’s Speech, to
demonstrate OB topics. OB at the Bookstore draws a bridge to popular business books, including Drive, the 4-Hour Workweek,
Linchpin, and Superfreakonomics.
Positive psychology focuses on finding the best one has to offer and repairing the worst to such a degree that one becomes a
more responsible, nurturing, and altruistic citizen. However, since businesses are composed of groups and networks, using
positive psychology in the workplace requires applications at both the individual and the group levels. There is a need for current
studies that examine the practices and efficacy of positive psychology in creating organizational harmony by increasing an
individual’s wellbeing. The Handbook of Research on Positive Organizational Behavior for Improved Workplace Performance is a
collection of innovative research that combines the theory and practice of positive psychology as a means of ensuring happier
employees and higher productivity within an organization. Featuring coverage on a broad range of topics such as team building,
spirituality, and ethical leadership, this publication is ideally designed for human resources professionals, psychologists,
entrepreneurs, executives, managers, organizational leaders, researchers, academicians, and students seeking current research
on methods of nurturing talent and empowering individuals to lead more fulfilled, constructive lives within the workplace.
The results indicated that there were positive linear relationship between some dimensions of transformational and transaction and
transaction leadership and all outcome variables (extra effort, effectiveness and satisfaction with leadership). There was a
negative linear relationship between laissez-faire leadership and two outcomes: leader effectiveness, satisfaction with leader. The
leaders-outcome correlations showed higher scores between transformational leadership style and organizational outcomes than
between transactional leadership style and organizational outcomes.
In organizations today, getting work done requires political and collaborative skills. That’s why the first edition of this book has
been widely adopted as a guide for consultants, project leaders, staff experts, and anyone else who does not have direct authority
but who is nevertheless accountable for results. In this revised edition, leadership gurus Allan Cohen and David Bradford explain
how to get cooperation from those over whom you have no official authority by offering them help in the form of the “currencies”
they value. This classic work, now revised and updated, gives you powerful techniques for cutting through interpersonal and
interdepartmental barriers, and motivating people to lend you their support, time, and resources.
The purpose of this study is to investigate the perception of staff on leadership styles practiced by Head of Department at the
Education Department in Jambi, Indonesia. This study also investigates staff's perceptions of their organizational commitment at
the Education Department in Jambi, Indonesia. The researcher used the Leadership Behaviour Description Questionnaire-Form
XII (LBDQ-XII) to measure initiating structure and consideration leadership behaviour. Meyer and Allen's (1997) Organizational
Commitment Questionnaire (OCQ) was used to measure affective, continuance and normative commitment, and also used
interviewing for additional data. Participants in the study included 96 staff, who worked for the Education Department. The
Statistical Package for Social Science (SPSS) version 17.0 as the statistical software programme was used to perform all
procedures. The findings of this study revealed that higher and dominant consideration than initiating structure practiced by Head
of Education Department. Meanwhile, staff exhibited their higher affective commitment than continuance and normative
commitment. The findings also show there is no pattern of relationship between leadership styles, three types of organizational
commitment with six demographic attributes. The last findings revealed that leadership styles had positive statistically significant (t
This study investigates the association of leadership styles (transformational and transactional) with the organizational
commitment in UK electronic manufacturing sector. Data collection is made through research instrument (questionnaire) and
applied statistical tools (Pearson correlation one tail test) through the SPSS on the collected data. Overall finding shows that
leadership styles have positive relationship toward high the level of attachment or organizational commitment. Electronics
manufacturing sector adopting transformational leadership style at divisional level and also play role at functional level while
transactional leadership has play more role at operational level while also play little bit role at functional level. This research study
adds knowledge in the body of literature regarding leadership style role in developing organizational commitment in electronic
services manufacturing sector.
Trust continues to be a leading concept in organizational commitment. Milligan (2003) conducted a survey looking at trust in the
Air Force among junior officers. This study was conducted as a follow-up study to determine whether trust continues to be an issue
in the Air Force. The purpose of this study is to measure the comparative strengths and weaknesses, as well as the significance,
of leadership s ability to gain trust from its subordinates in order to reduce the numbers of officers leaving after their commitment.
This research measures organizational commitment and trust in a random sample of 372 Air Force captains. All participants
completed the following surveys: The Management Behavior Climate Assessment, Organizational Commitment Scales, Intent to
Leave Scale, and a demographics survey. Findings of the research concluded with the following points, as trust is a growing factor
in leadership and junior officers leaving the Air Force, there is a relationship between trust and commitment. There is also a strong
relationship between commitment and intent of junior officers leaving the Air Force. Finally, trust was the primary variable in this
study and it was found that with an increase of trust in leadership, there is a decrease of junior officers leaving the Air Force.
Book & CD. This fourth edition makes it clear that all who are interested in the sustainability of South Africa -- and Africa -- must
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put human resource management (HRM) at the very core of the management of organisations generally. The content is aligned to
outcomes that are geared towards analytical and critical thinking about the theory and practice of HRM in South Africa. The African
context is addressed, and ample information about HRM aspects 'elsewhere in Africa' is provided. This edition breaks away even
further from the traditional structure of so many standard HRM textbooks. It challenges a broadening of the 'agenda' and scope of
HRM work: HRM is not only about managing employees, but also about managing the work and the people who do the work of
and in organisations. This may involve alternative ways of getting the work of organisations done superiorly. This book will help
you to apply HRM effectively to achieve its ultimate aim, namely to add value to people, to organisations and to society. This
comprehensive book is organised around themes such as: Developing an appreciation for the context of HRM in South Africa;
Strategising, designing and planning as preparatory HRM work; Sourcing work talent; Facing the countrys people empowerment
challenge; Meeting the reward and care challenge; Handling labour and employee relations challenges; Championing change and
transformation; Managing HRM-related information, including HRM and sustainability reporting. Based on most recent theoretical
developments, the emphasis is on the practical applications. Samples of relevant documents are included, and an accompanying
CD contains a wealth of relevant resources as well as a continuing, integrating case study that serves as a basis for these
applications, and individual and group activities. As a package, South African Human Resource Management will be extremely
valuable to both current and aspirant managers, and human resource practitioners.
Every organization is looking for ways to improve employee participation, loyalty and engagement; which most scholars believe
could help with the organization' performance. We all know that leading with character is a good management skill for any leader
that wants to be successful and effective. In this book, the following are seen as some characteristic behaviors that could
distinguish a competitive and skillful leaders from others. When you are visible in the organization, know how to handle diversity,
set expectations and most importantly know how to communicate and listen to your customers and employees, the result is always
good for the organization. People begin to feel valued, respected and their sense of belonging begins to improve. The impact of
employee feelings and perceptions will be seen on how they feel about the organization in general. The importance of good
leadership on organization's performance and productivity is unquestionable and should be a driving force for leaders to
demonstrate behaviors that are essential and productive.
Projections for advances in medical and biological technology will transform medical care and treatment. This in great part is due to the result
of the interaction and collaboration between medical sciences and engineering. These advances will result in substantial progress in health
care and in the quality of life of the population. Frequently however, the implications of technologies in terms of increasing recurrent costs,
additional required support services, change in medical practice and training needs are underestimated. As a result, the widespread irrational
use of te- nologies leads to a wastage of scarce resources and weakens health systems performance. To avoid such problems, a syst- atic
and effective Health Technology System must be developed and introduced, requiring the support and commitment of decision makers of all
levels of the health system. The MediTech2009 conference aims to provide a special opportunity for the Romanian professionals involved in
basic - search, R&D, industry and medical applications to exchange their know-how and build up collaboration in one of the most human field
of science and techniques. The conference is intended to be an international forum for researchers and practit- ners interested in the advance
in, and applications of biomedical engineering to exchange the latest research results and ideas in the areas covered by the topics (and not
only!). We believe the reader will find the proceedings an impressive document of progress to date in this rapidly changing field.
The objective of this research was to examine the relationship between leadership practice and organizational commitment in employees in
faith-based organizations. The research utilized Bass and Avolio's Multifactor Leadership Questionnaire (MLQ) Leader Form and Meyer and
Allen's Three-Component Model (TCM) Employee Commitment Survey. The purpose of the research was to determine whether there was a
relationship between leadership style and organizational commitment. Attributed idealized influence (IIA), behavioral idealized influence (IIB),
inspirational motivation (IM), and contingent reward (CR) predicted affective commitment. Attributed idealized influence (IIA), inspirational
motivation (IM), intellectual stimulation (IS), individual consideration (IC), active management-by-exception (MBEA), and transactional
leadership predicted continuance commitment. Intellectual stimulation (IS) and passive management-by-exception (MBEP) predicted
normative commitment. Transformational leadership predicted all commitment types (affective, continuance, and normative). Although a slight
linear relationship was discovered, there was no statistical significance between the variables of leadership style and organizational
commitment of employees in faith-based organizations.
Now in its fourth edition, Colquitt-LePine-Wesson continues to offer a novel and innovative approach to teaching organisational behavior. The
focus, tone, and organisation of the book shows students that: OB really matters - The book opens with two chapters barely covered in other
texts: job performance and organisational commitment. Those topics are critical to managers and students alike, and represent two of the
most critical outcomes in OB. Each successive chapter then links that chapter's topic back to those outcomes, illustrating why OB matters in
today's organisations. OB topics all fit together - The book is structured around an integrative model, shown on the back cover and
spotlighted in the first chapter, that provides a roadmap for the course. The model illustrates how individual, team, leader, and organisational
factors shape employee attitudes, and how those attitudes impact performance and commitment. In this way, the model reminds students
where they are, where they've been, and where they're going. OB is all around them - The book includes innovative insert box features that
students actually enjoy reading. OB on Screen uses scenes from popular films, such as Skyfall, Lincoln, 42, Moneyball, and Argo to
demonstrate OB topics. OB at the Bookstore draws a bridge to popular business books, including Quiet, the Charisma Myth, Lean In, and the
Happiness Project.
"This study focuses especially on aspects of transformational leadership and its impact on organizational culture and behaviour within
organizations in Syria." -- P. iv.
The U.S. health care industry continues to grow and change dramatically. With the passage of the Affordable Care Act, the industry has
experienced some of the most dynamic changes that health care managers have seen. In the coming years, more system-wide changes will
occur as we continue our push forward to achieve value-based health care. Health care managers are quickly learning that what worked in
the past may not work in the future. Organizational Behavior in Health Care, Third Edition is specifically written for health care managers who
are on the front lines every day, motivating and leading others in a constantly changing, complex environment. Designed for graduate-level
study, this book introduces the reader to the behavioral science literature relevant to the study of individual and group behavior, specifically in
healthcare organizational settings. Using an applied focus, it provides a clear and concise overview of the essential topics in organizational
behavior from the healthcare manager s perspective. The Third Edition offers: More application examples of the theories and concepts
throughout all chapters New and updated case studies Diversity chapter updated for recent demographic changes affecting the industry
Contemporary leadership chapter broadened to include collaborative leadership characteristics and skill set"

Organizational Behavior is a unique text that thoroughly explores the topic of organizational behavior using a strengths-based,
action-oriented approach while integrating important topics such as leadership, creativity and innovation, and the global society.
Authors Afsaneh Nahavandi, Robert B. Denhardt, Janet V. Denhardt, and Maria P. Aristigueta focus on the interactions among
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individuals, groups, and organizations to illustrate how various organizational behavior topics fit together. This text challenges
students to develop greater personal, interpersonal, and organizational skills in business environments, as well as utilize their own
strengths and the strengths of others to achieve organizational commitment and success.
My writing of this book has evolved over the past thirty-six years of professional nursing practice. These were my first efforts as an
author, which were published in 2013: Promoting a Culture of Safety: Preventing Central Line Infections in Weill Cornell Medical
Center, which used a performance improvement process to lower the rate at which critically ill patients in cardiac care developed
central line infections, and Factors Influencing Critical Nurses' Perception of their Overall Job Satisfaction: An Empirical Study,
which used a correctional approach and was statistically analyzed to determine the perception of critical-care nurses of their
manager's leadership style and its effect on their job satisfaction. Having been on the receiving end of leadership behaviors gave
me a firsthand opportunity to observe these diverse nurse leaders at both extremes of the spectrumfrom laissez-faire leadership
style to dictatorial leadership style and everything in between. Each encounter has enriched my life immeasurably. My personal
and professional experiences, as well as the knowledge I gained from completing my dissertation, all compelled me to write this
bookto share with novice managers and those aspiring for a leadership role an awareness and provide them with some valuable
information needed as they forge their career paths into a leadership role, knowing that one of the keys to effective leadership is
the ability to stay intellectually curious and committed to learning with the understanding that new knowledge can come from
variety of sources and to make it a point of duty to be always on a lookout for new knowledge.
Organizational commitment (OC) is typically thought of in mainstream research as a beneficial behaviour, with employers mutually
rewarding employees for their labor. However, in recent decades, there have been many signs that the benefits of OC cannot be
taken for granted. The world of work is changing, with organizations downsizing, outsourcing labor activities and restructuring into
leaner entities.Adding to this is the trend whereby almost everywhere, organizations are systematically striving to avoid long-term
commitment to their workforce, by resorting to atypical, non-standard jobs (such as part-time work, temporary or agency
employment, and other types of insecure jobs). This new regime of employment is an escape from organizational commitment and
a tendency to avoid long-term relations.In this book, the author challenges the mainstream research on OC. Surveying the rise and
fall of the idea of OC among corporate managers and employees, in an era of escape from responsibility and commitment, the
author redefines OC as unique, unrewarded behavior of a minority of employees in times of trouble for their employing
organization. These employees, who have alternatives in the labor market, continue to stay unrewarded with their organizations
despite their ability to leave for a more secure and rewarding workplace.Presenting this new definition of OC, the author addresses
theoretical and empirical flaws in the current concept, while returning to an idea of commitment that is more widely used in social
sciences: Commitment as a guarantee of fulfilment of obligations, which are neither motivating nor pleasant, but necessary.
This study was conducted to determine if a relationship exists between the perceived leadership style of supervisors and the
organizational commitment level of the subordinate employees within Tribal Colleges and Universities (TCUs). Additionally, the
study examined whether a difference exists in the organizational commitment levels of TCU employees based on the different
leadership styles (transactional and transformational). A total sample size of 262 employees from seven Tribal Colleges and
Universities across the United States was used in the study. Each participant provided information via an online survey. The
perceived leadership styles of supervisors across all levels in the 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 Meyer and Allen's (1991) Organizational Commitment Questionnaire (OCQ). The results of the study indicate a statistically
significant positive correlation between each of the perceived leadership styles 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. The results indicate a statistically significant negative correlation between the perceived leadership style of the supervisor
and continuance commitment of the TCU employees with only transformational leadership significantly predicting continuance
organizational commitment in the model. The relationship of transformational leadership to continuance organizational
commitment is negative. Multiple regression analyses were also conducted to compare different demographics such as gender,
race, and employee position in the TCU. The results of this investigation lead to the recommendation that Tribal College and
University supervisors, administrators, and academic researchers should focus on transformational leadership techniques and the
continuous sharing of the vision and mission of the respective TCU in order to help foster normative and affective organizational
commitment in their employees.
In recent years, scholars have focused more on the "dark sides of leadership." Both the negative and positive aspects of the
relationship between leaders and followers are considered. But the relationship between leaders and followers is also influenced
by the context in which the relationship occurs. Organizational aspects such as culture and structures are studied in relation to
how negative leadership develops. Organizations, just like humans, are able to develop justifications for their actions, to selfaggrandize by claiming their exclusivity. In this book, the dark sides of organizational behaviors and leadership are considered
from different aspects and contexts. The book contributes knowledge of how negative leadership develops, what part
organizational structures play, and what the consequences are for the leader, the subordinates and the organization.
This text challenges management to adopt an approach that is conducive to improved employer/employee relations, and that will enhance the
organizations ability to learn and compete within a knowledge-based economy. Practical measures and behaviour viewed as appropriate in
an industrial, commercial, and public sector setting are discussed, analysed, and offered as good practice. Leadership for Follower
Commitment provides: *research based case studies *a linking of theory, research, and practical managerial experience *an emphasis on
psychological forces, employee motivation and perceptions of management action This text is invaluable to students studying Organizational
Behaviour, Business (Occupational) Psychology, Human Resource Management, and Human Resource Development at both undergraduate
and MSc/MBA level. It is central to Professional / executive development courses.
This book focuses on the effect of leadership on organizational outcomes and summarizes the current research findings in the field. It
addresses the need for inclusive and interpretive studies in the field in order to interpret leadership literature and suggest new pathways for
further studies. Appropriately, a meta-analysis approach is used by the contributors to show the big picture to the researchers by analyzing
and combining the findings from different independent studies. In particular, the editors compile various studies examining the relationship
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between the leadership and thirteen organizational outcomes separately. The philosophy behind this book is to direct future research and
practices rather than addressing the limits of current studies.
There's more to success than having a high IQ. Knowing when to laugh at the boss's jokes, when to trust a colleague or when someone is on
the verge of a nervous breakdown are every bit as vital to workplace survival as knowing how to do cube roots.
Organizational commitment and transformational leadership have been found to correlate positively with each other and with organizational
effectiveness. However, much of the commitment research has been based on traditional organizations with employment relationships,
raising questions as to whether the research can be generalized to voluntary organizations. Research on transformational leadership has
occurred across a broad spectrum of organizations and causal links to objective measures of performance have been hypothesized. The
purpose of this research was to extend the existing commitment, leadership, and organizational effectiveness research into the context of a
voluntary organization, and contribute new knowledge and understanding of these relationships. The nature of a specific voluntary
organization, the Corps of Cadets at Texas A & M University, was examined in terms of the relationships among affective commitment to the
organization, transformational leadership style, and ultimately organizational effectiveness. A hypothesized causal model was proposed to
explain the relationships among these three variables. The Affective Commitment Scale and Multifactor Leadership Questionnaire were found
to be valid and reliable in the voluntary organization examined. Consistent with prior research, a significant positive correlation was found
between affective commitment and transformational leadership. However, extending this relationship to organizational effectiveness through
the hypothesized causal model was not supported.
The Association Between Organizational Culture and Leadership Behaviour and Organizational Commitment, Job Satisfaction and Employee
PerformanceA Malaysian PerspectiveOrganizational Commitment: The Case Of Unrewarded BehaviorWorld Scientific
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