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Abstract

Management of newly transformed Technical Universities (TUs) in Ghana, including Cape
Coast Technical University, needs to achieve their mission in an environment full of
competition from traditional, private, and foreign universities. This study was conducted to
assess the relationship between job satisfaction on one hand, and transformational and
transactional leadership styles on the other. Data was collected using Multifactor Leadership
Questionnaire and Minnesota Satisfaction Questionnaire to exnume information on leadership
styles of Heads of Department and job satisfaction of faculty members respectively. The results
from correlation and regression analyses show that leadership is by no means a contributory
factor in determining the satisfaction of faculty-members. Thus academic heads of
departments’ adaptation to transformational and transactional leadership techniques could be
motivating to faculty-members to give off their best through enhancement of satisfaction and
contentment to increase institutional productivity. The results of the study are limited to the
study organization.

Keywords: Educational institutions; Employee job satisfaction;Laissez-faire leadership style;
Transactional leadership; Transformational leadership,

Introduction

Sustainability of organizations in this global competitive environment has placed a lot of
emphasis on the consequences of leadership such as employee engagement, employee
performance and employee job satisfaction (Brenyah & Damoah, 2016; Malik et al., 2016;
Yenikewaty, 2015). According to Hukpati(2009), leadership that drives the required dynamism
in organizations can enhance organizational success. The driving momentum of employee
satisfaction and consequential employee and institutional outcomes hence rest on the
performance of the leader. Organizations’ continuous survival is therefore inextricably linked
with effective leadership (Yunikewaty, 2015; Conger & Kanungo, 1990)

Hanjunkar et al. (2014) revealed that among the various leadership styles exhibited by
organizational leaders, transformational leadership is recognized as one with the highest
competitive edge as a result of its ability to motivate and entice employees to adapt to the
required business environmental needs that the organization demands. Studies have shown that
transformational leadership attributes exhibit the most effective leadership style and the
cardinal participant for the achievements of the goals of these institutions (Hukpati, 2009;
Roueche et al., 1989). Bush (2003) supported this observation by asserting that the
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transformational leadership model is the official model suitable for higher institution
(education) leadership.

According to Bass (1985), transformational leadership inspires and stimulates followers
to perform more than they would normally do through which individual capabilities are totally
developed and harnessed. The transformational leader adaptively reacts to the necessities of
followers by empowering and conforming the objectives and goals of followers, him/her and
that of the organization. This she/he does with the aim of constructing a collective and shared
vision of the trio. By so doing,followers’ satisfaction is enhanced. It has been severally proven
that transformational leadership attributes, when practiced in earnest, positively influence
greater organizational performance and commitment and enhanced employee job satisfaction
(Amofa et al., 2016; Brenya&Damoah, 2016; Girma, 2016; Malik et al., 2016;Pourbarkhordari
et al.,2016; Durrani et al., 2015; Yunikewaty, 2015;Surji, 2015). For these reasons educational
institutions require transformational leaders to stimulate, inspire and empower teachers to
enhance teacher job satisfaction and achieve higher levels of students learning (Hukpati, 2009;
Silins&Mulford, 2002; Podsakoff et al., 1996).

It has been documented that in learning institutions where leaders exhibit
transformational leadership characteristics, the level of teacher job satisfaction is high
(Hukpati, 2009; Alam et al., 2005; Silins&Mulford, 2002). The fair share of the consequence
of disatisfied teachers has been occurring in Ghanaian universities, particularly public
institutions (Hukpati (2009). Hukpati (2009) documents that industrial actions and teacher
agitations have been common in public universities over decades of years and technical
universities(previously known as polytechnics until 2015) are no exception. Consequently, the
relationship between transformational leadership and job satisfaction in public universities in
Ghana should be of great concern if public universities are to remain competitive and viable
both academically and financially. Unfortunately, however, Kest (2007) observed that in spite
of the relevance of transformational leadership to job satisfaction, research within universities
in Ghana is limited. Hukpati (2009) agrees with Kest (2007) that available studies did
concentrate on basic and secondary schools and restricted to the western world. Hukpati further
agrees with Zame and Hope (2008) that, as far as Ghana is concerned, few public documented
studies on leadership are available in this regard.

With the exception of a study by Hukpati (2009) on transformational leadership and job
satisfaction which focused on the influence of the former on the latter in one private and one
public university, no other study exists in the area. The non-existence of technical universities
(TUs) at the time of Hukpati’s study and the unique circumstances of TUs make the danger of
applying results of similarstudies real. The aim of this study was, therefore, to examine the
relationship between transformational leadership and job satisfaction in Ghanaian technical
universities with particular reference to Cape Coast Technical University. Theoretically, the
study aims at bridging the gap of the inadequate leadership studies among Ghanaian
universities in general and the lack of it among Ghanaian technical universities that have been
given the daunting task of managing transformed polytechnics. Within the framework of
educational institution leadership it will contribute to the limited studies in both Africa and the
developing world. With reference to the above, the following research questions guided the
study:

1. To what extent do the factors of transformational leadership (idealized influence;
inspirational motivation; intellectual stimulation; individualized consideration) relate
with intrinsic job satisfaction?

2. How do the factors of transformational leadership (idealized influence; inspirational
motivation; intellectual stimulation; individualized consideration) relate with extrinsic
job satisfaction?

‘ IIARD - International Institute of Academic Research and Development Page 10



http://www.iiardpub.org/

International Journal of Education and Evaluation E-ISSN 2489-0073 P-ISSN 2695-1940
Vol 6. No. 42020www.liardpub.org

3. To what degree does transformational leadership contribute to transactional leadership
in influencing overall job satisfaction?
The study relied on the theories of Burns (1978), Bass (1985) and Bass and Avolio (1994) to
establish the relationship between transformational leadership and job satisfaction.

Transformational Leadership Theoryand Concepts

The theory of transformational leadership is rooted in the path goal theory developed originally
by House (1971) with the aim of explaining leadership at the work place. The path goal theory
attempts to account for the behavior of leaders towards motivation and performance of
subordinates. In this regard, House (1971) stated leadership style or behavior that facilitates
achievements of organizational goals through the creation of conducive work environment
towards employees. Within the context of the path goal theory, leadership behaviors such as
leader consideration, leader initiative, hierarchical influence, motivation, coaching, guidance,
support and rewards are pertinent in complementing subordinates’ behavior and abilities to
induce employee contentment as well as individual and effective team-work performance
(House 1996; House, 1971). As psychological as it may be though, these leadership behavior
are enshrined in the leadership behavior of transformation leadership (Breevaart et al., 2014).

The concept of transformational leadership, distinguished from transactional
leadership, was first expatiated by Downton (1973) in an attempt to distinguish between
ordinary, rebellious, reform-oriented and revolutionary leadership behavior. Subsequent
studies by Burns (1978) on leadership in relation to the influence of political leaders on later
developments identified transformational and transactional leadership as the two styles of
leadership. Applying qualitative analysis to documentary biographies of political leaders,
Burns (1978)regarded leadership styles as a continuum with reference to leader’s success,
power, efficacy, enthusiasm and energy. On the continuum, transformational leadership was
positioned at the top, transactional leadership at the middle and laissez-faire or avoidant
leadership at the button. Thus transformational leadership was considered the best form of
leadership style than transactional,and reactive or avoidant leadership when it comes to higher
employee performance through subordinate motivation. Based on these precepts the
transformational and transactional leadership theory was born.

The theory of transformational leadership as propounded by Bass (1985) was, however,
different conceptually, dwelling on the two factor principle. Bass (1985) argues that
transformational and transactional leadership styles are independent of one another andare two
different dimensions of leadership. It is also argued by Bass & Avolio, 1993 that
transformational leadership hinges on the bedrock of transactional leadership, each constituting
a part of leadership. Thus, if one considers leadership as a whole object exhibited by a leader,
part of the style exhibited would be transformational and part transactionalbut both
complementing each other (Girma, 2016; Bass & Avolio, 1993; Waldman et al., 1990; Avolio
& Bass, 1988).

In spite of its appeal, the Bass (1985) leadership theory has undergone several
modifications. One of the most popular revised modelsconsists of eight sub-dimensions of
leadership, comprising three major dimensions. The major dimensions are transformational,
transactional and avoidant leadership. Transformational leadership is composed or four sub
dimensions as idealized influence, inspirational motivation, intellectual stimulations and
individualized consideration. Transactional leadership dimensions include contingent rewards,
active and passive management by exception. Arguably, this model regarded the most
extensively explored and incalculably utilized for more than three decades (Zhu et al., 2013;
Takahashi et al., 2012; Rafferty & Griffin, 2012),continues to be the most influential leadership
model employed by researchers to yield anticipated and desired results (Bass 1978; Tyssen et
al., 2014). Noticeably, the model combines Burns (1978) and Bass (1985) leadership theories.
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The Bass (1985) model, however, takes a center stage in this revised edition particular
when its augmentation effect component is taken into consideration. The augmentation effect
states that transformational leadership adds to the effect of transactional leadership in the
transformational and transactional leadership theory. It is the extent to which transformational
leadership styles builds on the foundation of transactional leadership as an added effort to
enhance follower performance (Burns, 1978). It has been established that, using diverse
performance criteria, transactional leadership significantly adds to predict employee
performance by way of augmenting transformational leadership attributes (Ngumi et al., 2006).
In addition to this, transactional leadership has been found to statistically account for the unique
variance in employee performance ratings higher than that accounted for by transformational
leadership (Bass 1985; Bass &Avolio, 1990; Bass et al., 2003). Thus transformational leaders
also exhibit transactional leadership behavior (Bass, 1999; Howell & Awvolio, 1993).
Transactional leadership is sometimes referred as bartering since it deals with the principle of
exchange between employee services in exchange of tangible rewards that is controlled by the
leader. Transactional leadership dwells on the fact that human beings wish to be led instead of
being responsible for their own inactions and decisions.

On the contrary, transformational leadership motivates, and tasks employees to be
creative in dealing with challenges, builds followers confidence, empowers followers,
recognizes individual’s unique interests and inspires followers to commit to assigned
organizational goals and vision (Leithwood, 1999; Sergiovanni, 1991; Sergiovanni, 1990). It
is upon this background that the multifactor leadership questionnaire was developed to evaluate
the eight-dimensional leadership behavior of leaders.In today’s global economy where
technology, culture and economics are perpetually changing by day, there is the need for
transformational leaders to provide satisfying organizational politics, culture, enhanced
subordinate engagements, motivation, morale and performance and healthy work environment
towards successful organizational performance (Choi, 2007; Sherman & Pross, 2010). Among
the three most recently developed theories including charismatic leadership, visionary
leadership and transformational leadership, which have some commonalities, the latter is the
most influential, attractive and researched (Takahashi et al., 2012; Tyssen et al, 2014; Rafferty
& Griffin, 2004).

Transformational leaders are needed in every organization to transform organizational
performance through the transformation of subordinates. The Bass transformational-
transactional leadership model identified four major dimensions under transformational
leadership with sub attributes under each dimensions. This is explicitly exhibited in the
structure of the consequential questionnaire (Bass, 1990; Bass, 1985; Bass and Avolio 1994)
designed by Bass (1985).

Idealized influence also referred as charisma places the interest of the team above
individual interests, benefits and attention (Tims et al., 2011). The charismatic leader achieves
success using ethical means, norms and values, organizational culture and group dynamics to
arrive at the vision of the organization. According to Grant (2012) when organizational goals
and vision are achieved through ethical principles, transformational leaders gain respect, trust
and pride not for the leader alone but the group as well. Birasnav (2014) observes that the
behavior of charismatic leaders supports subordinates to perform better even under unexpected
working conditions and environments. Besides idealized influence is concerned with pertinent
organizational values, beliefs and norms, stressing on the interest and concerns of the team and
communicating always what is the important information to the group.

Inspirational motivation, another component of charisma (Antonakis et al., 2013) is a
behavioral feature that use symbolic articulates to direct followers’ performance. Such moves
should be compelling, attractive and enticing to achieve organizational goals and vision (Bass
& Avolio, 1994; Breevaart et al., 2014; Shuck & Reio, 2014; Tims et al., 2011; Tyssen et al.,
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2014). Inspirational motivational behavior inspires leader to cultivate extra-goal oriented
exuberance by charting visionary course through the setting of strategic agenda different from
the organizational agenda with the aim of enhancing performance of followers and organization
(Avolio, Bass & Jung, 1999; Zhu et al., 2013).

A transformational leader should be able to stimulate the intellect of followers,
particularly when followers are observed to lack the requisite intellectual capacity for the job
at hand (Rafferty and Griffin, 2004). The rationale behind intellectual stimulation is that
followers are challenged to solve problems by looking from different dimensions and
standpoints and thinking with distinguished independence (Grant, 2012; Kelloway et al., 2012;
Tims et al., 2011). It is the responsibility of transformational leaders to make followers, not
only think actively, but proactively in job engagement (Tims et al., 2011). The intent is to
encourage workers to think differently in solving work-related challenges, tackle problems
from psychological point of view, and be more confident in advancing their skills, talents and
know-how (Kelloway et al., 2012). Besides, conventional means of dealing with work related
challenges are dissuaded (Birasnav, 2014) by invigorating inventiveness, creativity and
ingenuity, both individually and as a team (Hoon Song et al., 2012).

The bedrock of individualized consideration, as a characteristic of transformational
leaders, is the ability of the leader to deal with individual needs of workers. Leaders thus treat
workers uniquely and individually in terms of attention, specific needs and demands (Tim et
al., 2011; Tyssen et al., 2014). The motive behind is to support, coach, understand employee
needs and invigorate their development (Avolio and Bass, 1994; Grant 2012; Tims et al., 2011).
Birasnav (2014) supports this idea that leaders of this attribute influence and affect emotionally
by mentoring, coaching and supporting followers individually through the provision of
comparable opportunities. Two-way communication becomes essential in this regard (Hoon
Song el al., 2012). Using effective communication in this vein, a fully developed support
mechanism in relation to follower needs is employed to deal with personal challenges and
work-related assignments (Bass 1999; Strom et al., 2014; Kelloway et al., 2012). Application
of these attributes motivates workers to contribute to the extensive organizational vision rather
than pressing self-interests and being self-centered (Grant, 2012). Individual consideration is
the foundation for leader-follower relationship (Kelloway et al., 2012).

Job Satisfaction

Lok and Crawford (2004) described job satisfaction as a positive sensual or emotional feeling
of an employee in recognition of self-worth and contentment towards his or her work. The
inter-relationship between a person’s job expectation and real achievement determines the job
satisfaction or dissatisfaction level of the individual. Armstrong (1973) enumerates
demographic profile, goal-setting, rewards, job design, individual difference and leadership as
determinants of job satisfaction. It has also been found that a well-cared for workforce is a
satisfied team and yields long-term productivity (Yi-Fend & Islam, 2012). A workforce that is
motivated and committed is also a satisfied one, and contributes significantly to, as well as
determines the survival of the organization (Hina, 2015). With the current
domestic,international and global competition among organizations, the need for satisfied
workers has now become more important than ever. There is now fierce competition among
organizations. This situation invites improved productivity and performance, higher customer
demands and a satisfied workforce. The leader, being a supervisor, manager or headman
becomes indispensably relevant in this regard as a supporter, developer, mentor, coach or
otherwise, to ensure the well-being and satisfaction of subordinates. The leader is also expected
to give regular and continual feedback and ensure individual and group interest (Hina, 2015;
liacqua et al., 1995). According to Hackman and Oldman (1974) a satisfied employee reacts
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totally positive to work task and considers work itself an important tool in yielding efficient
work performance.

Job satisfaction may be either intrinsic or extrinsic. While intrinsic factors are
considered “satisfiers”, extrinsic factors are viewed as “dissatisfiers”. (Hersberg et al.,1959).
Gharibvand et al. (2013) found that leadership and particularly participative leadership, an
attribute of transformational leadership, positively and strongly relates to job satisfaction. Other
studies concerning leadership and job satisfaction further show that transformational leadership
impacts positively on employee job satisfaction (Allen et al., 2003, Avolio & Bass, 1993,
Durrani etal., 2015; Girma, 2016; Malik et al, 2016; Shahzad et al., 2008;). A study by Hussain,
Haider and Riaz (2010) indicates that job satisfaction highly depends on transformational and
transactional leadership styles. From the foregoing, it can be supported that transformational
and transactional leadership could positively and strongly impact on job satisfaction of
employees and result in higher productivity and organizational performance.

Method

The study was quantitative, drawing samples from Cape Coast Technical University, among
the academic staff but excluding heads of departments. Out of the 102 teaching staff 90 was
target while 54 were sampled from nine departments. The questionnaire had three sections.
Section A requested for staff demographic profile including age; gender; period of service and
years held in position. The rest were academic qualification, rank and marital status. Section B
contained the features of the multifactor leadership questionnaire (MLQ) with 21 questions.
Respondents were tasked to respond to the leadership attributes of heads of department
(HOD’s) as a measure of leadership styles of the heads of department. Section C contained
questions entailed in the Minnesota satisfaction Questionnaire (MSQ) consisting 20 items
meant to assess job satisfaction levels of respondents. While section A was made of open-ended
questions, section C and D were close-ended.

Multi-step sampling technique was used to sample respondents. Out of the three schools
in the institution three departments were sampled from each, employing simple random
sampling (Lottery method). Thus, a total of nine departments were involved. Six members of
academic staff were then sampled from each of the nine departments except Marketing
Department (7) and Secretaryship and Management Studies Department (5) making a total of
54 respondents. Questionnaire was self-administered in the month of July 2015 when the
university was on vacation. A period of 14 working days was spent in collecting all the
questionnaires from respondents. Forty-five questionnaires were analyzed after rejecting those
with missing cases and outliers and those not returned. The response rate was therefore 83.3%.
Applying the Yamene (1967) formula the number of respondents was adequate for analysis
since the calculated N value was 44.5% at £10% precision level.

Data employed in the study were both primary and secondary. Primary data were
basically collected from the teaching staff while secondary data were from academic journals
and the World Wide Web. Closed-ended questions,i.e. for both section C and D, were rated by
respondents byLikert scale from 1, representing minimum agreement to 5, indicating
maximum. In the case of the MLQ, 1 represented “not-at-all” and 5 “fairly often”. For the
MSQ, 1 indicated “not satisfied” while 5 represented “extremely satisfied.” Data was organized
and analyzed using SPSS version 21. Descriptive statistical elements including mean and
standard deviation were employed. Besides, Pearson’s correlation coefficient and regression
analysis were employed to access the association and relationship among variables. Suitability
of data were tested by means of tolerance, variance inflation factor (VIF) and Cronbach alpha.

Results
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Out of the sampled 45 faculty members, 44 (97.8%) were male. The mean age was 39 years
and 7 months. The range wasbetween 28 and 56 years. The minimum of the multimodal age
was 34 years. The standard deviation was 6.7 years. Mean working age was 9 years and 8
months, within the range of 5 and 24 years.The modal working agewas 9 years. Ninety-one
percent were master degree holders. Ranks in employment were lecturers (77.8 percent), senior
lecturers (6.7 percent) and assistant lecturers (13.3 percent). Nine departments in three faculties
were considered: School of Engineering, School of Business Studies and School of Science
and Applied Arts. The proportions of respondents include 11.0 percent from Marketing
Department and 11.0 percent from Secretaryship and Management Studies Department. The
rest were Accountancy, 11 percent; Building Technology, 11.0 percent;Electrical Engineering,
8.9 percent, Liberal Studies, 11.0 percent, Mechanical Engineering Department, 13.1 percent;
and Statistics Department, 8.9 percent and Tourism Departments constituting 11.1 percent
each. In terms of faculties, 33.3 percent of respondents from each school participated. About
71.1 percent of respondents were married, 2.2 percent single and 4.4 divorced. The remaining
22.2 percent were in a relationship. Qualifications include Bachelor degree, 13.3 percent;
Master degree, 84.5 percent; and Doctorate degree, 2.2. Duration of position held ranged
between less than 6 years, 17.8percent; 6-10 years, 42.2percent; 11-15years, 31.1percent; 16-
20years, 6.7percent; and more than 20years, 2.2percent.

Before the data was analyzed instrument reliability was tested using the Cronbach’s
alpha test. Cronbach alpha coefficient for the MLQ was 0.922 and 0.90 for MSQ. Since mean
scores for individual dimensions of transformational and transactional leadership styles were
also analyzed, Cronbach’s alpha values were additionally determined and obtained as 0.896
and 0.790 respectively. The Nunally (1978) criteria for reliability was referred which
recommends Cronbach’s alpha values above 0.7 as acceptable. Validity relates study design
principles including overall sampling and data-collection concepts and establishes whether the
results obtained meet the requirements of scientific research techniques. Measures including
appropriate care, scientific structuring methods and diligence were therefore shown in the
allocation of controls indicating validity. The data obtained were therefore valid and reliable,
and acceptable and hence used for the analysis.

To answer research question 1, Pearson’s correlation coefficient were utilized. Table 1
show that the relationship between all the dimensions of transformational leadership and
extrinsic job satisfaction were positive and significant and ranged from medium to large in
strength. Correlations between idealized influence, inspirational motivation, intellectual
stimulation and individual consideration were 0.538, 0.44, 0.487 and 0.425 respectively (and
extrinsic job satisfaction). This implies that high levels of perceived transformational
leadership dimensions associated with higher levels of perceived extrinsic job satisfaction.
There was a strong, positive correlation between idealized influence and extrinsic job
satisfaction (r=0.538, n= 45, p<0.0005), with high levels perceived idealized influence
associated with higher levels of job satisfaction. The relationship between inspirational
motivation (r=0.44, n=45, p<0.0005), intellectual stimulation (r=0.457, n=45, p=0.002) and
individual consideration (r=0.425, n=45, p=0.004) and job extrinsic satisfaction were however
medium in strength.

Table 1: Correlation results between transformational leadership dimensions and job
satisfaction

Dimensions  of Extrinsic  job | Intrinsic job | Overall job
transformational satisfaction satisfaction satisfaction
leadership
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Idealize influence | Pearson 0.538 0.546 0.558
correlation
Sig (2-tailed) 0.000 0.000 0.000
N 45 45 45
Inspirational Pearson 0.440 0.484 0.480
motivation correlation
Sig (2-tailed) 0.003 0.001 0.001
N 45 45 45
Intellectual Pearson 0.457 0.503 0.503
stimulation correlation
Sig (2-tailed) 0.002 0.000 0.000
N 45 45 45
Individual Pearson 0.425 0.535 0.509
consideration correlation
Sig (2-tailed) 0.004 0.000 0.000
N 45 45 45

Correlation is significant at the 0.01 level (2-tailed). (Source: Computed from study data, 2015)

To answer research question 2 Pearson correlation test was further employed. The
association between the dimensions of transformational leadership and intrinsic job satisfaction
were found to be positive and significant (refer table 1). Whiles the association between
intrinsic job satisfaction and idealized influence (r=0.546, n=45, p<0.0005); intellectual
stimulations (r=0.503, n=45, p<0.0005); and individualized consideration (r=0.535, n=45,
p<0.0005) were strong; that between inspirational motivation and intrinsic job satisfaction
(r=0.484, n=45, p=0.001) was medium in strength. Thus high levels of idealized influence
associated with higher with higher levels of intrinsic job satisfaction. Additionally, high levels
of inspirational motivation associated with higher levels of intrinsic job satisfaction. Besides
high levels of intellectual stimulation associated with high levels of intrinsic job satisfaction
and finally, high levels of individualized consideration associated with intrinsic job
satisfaction.

The study went further to establish the association between the dimensions of
transformational leadership and overall job satisfaction (conjoined extrinsic and intrinsic job
satisfaction). Results obtained affirmed the results obtained by correlating transformational
leadership dimensions with extrinsic and intrinsic job satisfaction separately. A cursory look
at table 1 shows that transformational leadership dimensions correlates positively and
significantly with overall job satisfaction. The association between job satisfaction and
idealized influence (r=0.558, n=45, p<0.0005); intellectual stimulation (r=0.503, n=45,
p<0.0005); and individualized consideration (r=0.509, n=45, p=0.0005) were strong while
inspirational motivation (r=0.48, n=45, p=0.0005) was medium in strength. In summary, Table
1 shows that the association between intrinsic job satisfaction and transformational leadership
dimensions are generally stronger than with extrinsic job satisfaction. Thus intrinsic job
satisfaction of respondents overrides extrinsic job satisfaction in determining overall job
satisfaction of faculty members. Besides, the study also reveals that high levels of perceived
transformational leadership associated with higher levels of perceived overall job satisfaction.

The relationship between transformational leadership and overall satisfaction was
further assessed using regression analysis. Since the number of respondents was less than 60
(Stevens, 1996, p. 72), the relationship between transformational leadership and overall job
satisfaction was directly assessed instead of assessing the relationship through the
transformational leadership dimensions. Pearson correlation coefficient between
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transformational-transactional leadership and job satisfaction was found to be strong, positive
and significant (r=0.628; n=45, p<0.0005). This affirms the earlier results when the dimensions
of the transformational leadership were correlated with extrinsic and intrinsic job satisfaction
separately. Thus high levels of perceived transformational leadership associated with high
levels of overall job satisfaction (refer Table 2). The table also reveals that perceived
transformational leadership helps explain nearly 40 per cent of the variance in respondents’
scores on perceived job satisfaction scale.

Table 2: Regression results

satisfaction.

between transformational leadership and overall job

Unstandardized | Standardized Part Collinearity
coefficients coefficients |t Sig correlations | statistics
Model B std Beta Toleranc | VIF
Error e
1 1.006 | 0.338 2.972 | 0.005
(constant)
Leadership | 0.572 | 0.108 | 0.628 5.288 | 0.000 | 0.628 1.000 1.00
0

Dependent variable: overall job satisfaction. (Source: Computed from study data, 2015)

Research question 3 was answered by first examining the relationship between
individual transactional leadership dimensions and overall and overall job satisfaction.The two
major dimensions contingent reward and management-by-exception were considered.
Pearson’s correlation test yielded strong, positive and significant association between
transactional leadership and overall job satisfaction (Table 3). Thus high levels of perceived
contingent reward (r=0.551, n=45, p<0.0005) associated with higher levels of perceived overall
job satisfaction. High levels of perceived management-by-exception (0.495, n=45, p <0.005)
also associated with higher levels of overall job satisfaction (table 3). Table 3 also reveals that
perceived contingent rewards and management-by-exception help explain 33.5% of the
variance in respondents’ scores on overall job satisfaction scale. However, the regression
analysis showed that the contribution of management-by-exception to the model was
insignificant (p = 0.167) (Table 3).

Table 3: Regression results between transactional leadership dimensions and overall job

satisfaction.

Model

Unstandardized
coefficients

Standardized
coefficients

t

Correlations

Collinearity
statistics
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B std Beta
Error Sig (part) Tolerance | VIF
1 (constant) | 1.300 | 0.342 3.796 | 0.000
Contingent
reward 0.092 |0.039 |0.397 2.376 | 0.022 | 0.299 0.569 1.759
Management
by exception | 0.061 | 0.044 | 0.235 1.407 | 0.167 | 0.177 0.569 1.759

Dependent variable: Overall job satisfaction. (Source: Computed from study data, 2015)

Finally a regression analysis between two independent variables, transformational and
transactional leadership, and overall job satisfaction was performed. The Pearson’s correlation
coefficients between transactional and transformational leadership styles and overall job
satisfaction were strong, positive and significant. The study has shown that there is a strong
and positive correlation between transactional leadership style and overall job satisfaction
(r=0.562, n=45, p<0.0005) and same between transformational leadership and overall job
satisfaction (r=0.595, n=45, p<0.0005). The study has thus shown that high levels of perceived
transformational and transactional leadership styles, individually, associate with higher levels
of perceived overall job satisfaction. Though the model was found to be significant (F=12.781,
n=45, p< 0.0005) the contribution of transactional leadership style was generally insignificant
with p=0.203 (Refer Table 4).Though the relationship between management-by-exception and
overall job satisfaction was insignificant,the model helped explain 37.8% of the variance in
perceived overall job satisfaction. Table 4 further shows the unique contributions of each
independent variable to the total variance (R?). The part correlation analysis indicates that
transactional leadership styles uniquely contributed 2.4% to the explanation of variance in
overall job satisfaction while transformational leadership style on the other hand, contributed
6% uniquely to the explanation of variance in perceived overall job satisfaction.

Table 4: Regression results between transformational leadership and transactional leadership
and overall job satisfaction.

Unstandardized | Standardized Correlations | Collinearity
coefficients coefficients |t Sig (part) statistics

Model B Std Beta Tolerance | VIF

error

1 (constant) 1.095 | 0.342 3.201 | 0.003

Transactional

leadership 0.212 | 0.164 | 0.251 1.294 | 0.203 | 0.157 0.394 2.538

Transformational

leadership 0.321 | 0.156 | 0.399 2.060 | 0.046 | 0.251 0.394 2.538

Dependent variable: Overall job satisfaction (Source: Computed from study data, 2015)

Discussion

Research question one investigates the relationship between transformational leadership
dimensions and extrinsic job satisfaction. Associations were between strong and moderately
strong and positive. Though only idealized influence showed strong and positive relationship
it is undoubtedly evident that generally, transformational leadership could influence extrinsic
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job satisfaction. Previous studies as indicated above gives empirical evidence to this effect
(Webb, 2009; Hukpati, 2009, Koh et al., 1995), since it was found that (Malik et al., 2016)
transformational-job satisfaction models do predict strong relationship between independent
dimensions of transformational leadership and extrinsic factors of job satisfaction.

Similarly, though stronger, a positive association between transformational leadership
dimensions and intrinsic job satisfaction was established, answering the second research
question. With the exception of inspirational motivation which gave a moderately strong
association, the relationship between idealized influence, intellectual stimulation and
individualized consideration and intrinsic satisfaction were strong and positive, dominating the
extrinsic factors of job satisfaction. Bass (1985) gave a plausible explanation by suggesting
that transformational leaders encourage followers to be independent, recognize the self-
importance of subordinates thus raising their confidence, and the contributions of employees
in dealing with job-related tasks. By giving the opportunity to think critically and innovating
new ideas in solving problems followers satisfaction levels are raised, enhancing commitment
and engagement and consequential increase in productivity.

Combining results of studies by Hukpati (2009) in Ghana; Nguni et al. (2006) in
Tanzania; and Ejimofor (2007) in Nigeria and the present study, the establishment of the
positive association between transformational leadership and job satisfaction is gradually
becoming evident. It is even more established from the point of view of the association between
transformational leadership and overall job satisfaction from the present study where three
dimensions of transformational leadership, idealized influence, intellectual stimulation and
individual consideration, are strongly and positively linked with overall job satisfaction. It is
evidently seen that, from a general perspective there is a strong and positive correlation
between the attributes of transformational leadership and job satisfaction. It is by no means
surprising that the major attribute of transformational leadership, charisma (idealized
influence) had the highest association with overall job satisfaction while the entire group of
charisma variables correlates positively, strongly and significantly with job satisfaction.

The first and second research questions as stated indirectly examine the degree of
association to which transformational leadership relates overall job satisfaction of faculty
members. The results indicate that transformational leadership is associated with overall job
satisfaction and that the relationship is positive, strong and significant. This supports earlier
findings (Lowe et al., 1996; Greenberg & Baron, 1995; Koh et al., 1995; Tossi et al., 1994)
which validate the assertion that transformational leadership is associated with employee job
satisfaction. The present study also confirms contemporary studies by Durrani et al. (2015);
Malik et al. (2016); Girma (2016); and Hukpati (2009) which also are evidential of the effect
of transformational leadership on teacher job satisfaction.

Besides these studies, Bolger (2001) and Nguni et al (2006) found positive relationships
between transformational leadership and other organizational outcomes including
organizational citizenship behaviors, perceived extra stress, job satisfaction. Healthy work
environment (Pourbarkhordari et al, 2016); work stress (Muthania et al., 2015); organizational
productivity (Amofa et al, 2016); employee performance (Yunikewaty, 2015) and employee
engagement (Brenya&Damoah, 2016). On the basis of the confirmed association between
transformational leadership and overall job satisfaction, further examining the associations
between transformational leadership and overall job satisfaction in the present study employing
different statistical tools also showed a strong association, further vindicating the proposition
that there is an influence of transformational leadership on job satisfaction.

The present resultscorroborates with Hukpati (2009) and Nguni et al (2006) that
charismatic leadership dimension of transformational leadership correlates positively and
significantly while accounting for a large variation in teachers’ job satisfaction. A plausible
explanation is given by Hukpati (2009), in this regard, that in tertiary institutional settings, the
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nature of work which is geared towards collaborative, participative and the reciprocity of
leader-staff relationship could raise margins between charisma and the other dimensions of
transformational leadership. Hukpati (2009) further argues that when conjoined, idealized
influence and inspirational motivation (charismatic leadership) correlates better with job
satisfaction than the other dimensions of transformational leadership.The present study thus
affirms this finding.

The third research question was considered by using a regression model (refer Table
4). Though transactional leadership correlates positively and strongly with job satisfaction its
support to the model was insignificant. This finding does not support the augmentation effect
of the transformational-transactional leadership theory whereby transactional leadership style
builds on the transactional base in contributing to the extra effort exhibited by followers (Burns,
1998). Thus transformational leadership statistically accounted for the unique variance in
ratings above that accounted for by transactional leadership. Using various performance criteria
several studies have however validated the augmentation effect (Podsakoff et al 1990; Bass et
al., 2003, Nguni et al, 2006; Howell &Avolio, 1993). It is therefore recommended that further
studies relating the augmentation-effect be carried out with large samples to compliment
further the debate of the transformational-transactional leadership model.

Conclusion

On the basis of the results of the study transformational leadership has a positive relationship
with job satisfaction. The relationship between idealized influences was strong, positive and
significant with extrinsic job satisfaction; while the association was moderately strong with
inspirational motivation, intellectual stimulation and individualized consideration. The results
of the study further indicated a positive and significant association between idealized influence,
inspirational motivation, intellectual stimulations and individualized consideration and
intrinsic job satisfaction.While the association between idealized influence, intellectual
stimulation and individual consideration and intrinsic job satisfaction were strong; the
relationship with inspirational motivation was moderately strong. Generally, the association
between inspirational motivation and overall job satisfaction was moderately strong, positive
and significant while the association between idealized influence, intellectual stimulation and
individual consideration and overall job satisfaction were strong, positive and significant. The
contribution of transactional leadership to the overall job satisfaction was however found to be
insignificant implying that its contribution is likely to be per chance. However transactional
leadership correlates positively with overall job satisfaction implying that high levels of
perceived transactional leadership style associated with higher levels of perceived overall job
satisfaction. The association between transformational leadership and overall job satisfaction
was positive and significant. Leadership by no means is a contributory factor in determining
the satisfaction of employees as far as job-related environmental activities are concerned in the
institutions. If teaching and learning activities are to be enhanced then employees, particular
teaching staff, should be handled, treated and accorded the needed support to ensure enhanced
delivery. If heads of departments could adapt transformational leadership techniques, coupled
with transactional leadership methods teaching staff would be motivated to give off their best
since this will go a long way to boost their satisfaction and contentment to increase institutional
productivity. The study recommends future studies in similar settings but specifically in other
technical universities in Ghana with larger sample sizes from institutions. A comparative study
relating the traditional public universities, private universities and newly fledged public
(technical) universities could also be of interest and benefit to educationists, academicians,
educational managers and researchers.
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