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Abstract
Leadership is crucial for national development, with public organization leaders playing a key role in shaping policies and guiding the public. This study examines the impact of leadership styles on employee commitment and job satisfaction in public organizations, using both quantitative and qualitative methods. Data were collected from 308 leaders and employees via adapted scales and 18 interviewees through semi-structured interviews. Descriptive and explanatory research designs were employed, with data analyzed using descriptive statistics, t-tests, correlation, regression, and Structural Equation Modeling (SEM). Qualitative data were analyzed narratively.

Results indicated that public organization leaders predominantly exhibit transactional leadership styles, with transformational leadership significantly below the midpoint. Significant positive correlations were found among measured variables, explaining 45% of the variance in employee commitment. Job satisfaction had a strong direct effect on employee commitment (β = 0.542) and a greater influence on transformational leadership (β = 0.431) than transactional leadership (β = 0.193). The indirect effects on employee commitment were (β = 0.261) for transformational and (β = 0.121) for transactional leadership. The mean score for job satisfaction was below average.

The study also highlighted that salary improvement is critical due to inflation and high living costs. Employee commitment was more directly affected by transactional leadership (β = 0.193) compared to transformational leadership (β = 0.04), suggesting that management by objectives can enhance dedication. The study recommends that leaders develop strategic and tactical skills and adopt transformative leadership to improve job satisfaction and employee dedication, ultimately enhancing organizational performance.
Keywords: leadership styles, employee commitment and employee job satisfaction






1. [bookmark: _Toc103835768][bookmark: _Toc104144933][bookmark: _Toc124678784][bookmark: _Toc137190734]INTRODUCTION
Leadership is essential for the success of all types of organizations, whether private, governmental, or nongovernmental. Effective leadership is crucial for achieving organizational goals and overall national development, particularly in the public sector. Strong leadership can drive a nation's progress and development, while weak leadership often leads to organizational failures and inefficiencies (Masciulli, 2009). Northouse (2021) emphasizes that transformational leadership, in particular, plays a significant role in motivating and inspiring employees, fostering a positive organizational culture, and achieving long-term goals. Additionally, Yukl (2013) suggests that leadership effectiveness is closely linked to the ability to adapt to changing environments and to address the diverse needs of employees.

Transformational and transactional leadership are a relatively new theory of leadership wherein the leaders try to create a relationship with the follower where there is a sense of “mutual stimulation and elevation that converts followers into leaders and may convert leaders into moral agents” (Burns, 1978). In principles, leaders are expected to have appropriate leadership styles, which will determine the engagement and performance levels of employees. Among the factors that impact the success of organizations is the performance and engagement of their employees, which in turn, are affected by effectiveness of leadership (Yalew, 2005).

One possible impact on employee commitment is the complex relationship between followers and their leaders. The perceptions and understanding of the followers-leaders relationship has a direct effect on organizational commitment and performance (Jabeen, Behery, & Abu Elanain, 2015), which are a manifestation of job satisfaction. Furthermore, understanding how leadership styles of the leader’s affects employee behavior is critical to organizational commitment (Hong, Cho, Froese, & Shin, 2016). 
In the contemporary world, modernizing public service organizations is becoming more than governments’ necessity. This is because public service organizations are bridges between political representation of national aspirations and life experiences of all citizens. Such translations of needs to the level of results require strong commitment and active engagement of employees that would result from their job satisfaction. (Phetogo Mosimagape, 2020).

To the best of the knowledge of the researcher, the leadership styles practiced by public organization leaders in Addis Ababa city administrations and the commitment and the job satisfaction of employees are not well investigated. Therefore, this study set out to quantitatively and qualitatively examine the effects of transformational and transactional leadership on employees’ engagement as mediated by employee-related behavior.

[bookmark: _Toc103835772][bookmark: _Toc104144937][bookmark: _Toc136940345]1.2. Statement of the Problem
Most organizational theorists agree that effective leadership is one of the most important contributors to overall organizational success. Evidence shows that a leadership style adopted by leaders affects organizational performance. However, in In Ethiopia, there has been a major concern that the government may not be able to achieve the growth and transformation plan as expected due to lack of leadership effectiveness in most public sectors (Getachew and Richard, 2006). Leaders whether effective or ineffective use different leadership styles. Researchers claimed that how satisfied the employees are and their productivity in any organization depends on different factors associated with the individual expectations to work environment which also include the leadership styles of the leaders (Metwally et al., 2014). 
Among various leadership styles, transformational leadership is particularly well-suited to the demands of the current public and global community. This style encourages creativity and hard work, enhancing motivation, morale, and performance (Fassina et al., 2008). Transformational leaders inspire and empower employees to achieve organizational goals through innovative strategies.
Another leadership style examined in this study is transactional leadership. Transactional leaders motivate and direct followers through a system of rewards and punishments based on performance. They are effective in making efficiency-driven decisions that cut costs and improve productivity. These leaders are highly directive and action-oriented, with relationships that are often transitory and not based on emotional bonds (Şirin, Aydın, and Bilir, 2018).
Employee commitment to organizational goals encompasses affective commitment (affection for the job), continuance commitment (fear of loss), and normative commitment (sense of obligation to stay). In the public sector, committed and satisfied employees are essential for retaining top talent and providing effective services. Disengaged and dissatisfied employees, along with unmotivated leaders, hinder teamwork and adopt a passive attitude (Dajani, 2015). Therefore, ensuring employee commitment in public sector organizations is critical for their effectiveness.
This study investigates how leadership styles and job satisfaction impact public organization effectiveness, acknowledging the limited research in this area. Few studies have explored the mediating effects of job satisfaction between leadership styles and employee commitment in public sectors.
[bookmark: _Hlk93720952]The question here is, to what extent do public organization leaders  exercise these leadership styles in the public sectors? Which one is more practiced by the leaders? To what extent does their leadership style enable employees to committed and satisfied? To what extent do the styles used by the leaders affect organizational commitment and job satisfaction of followers? Thus, on the basis of the above discussions, the study tried to address the following research questions.
1.3. [bookmark: _Toc103835773][bookmark: _Toc104144938][bookmark: _Toc136940346]Research Questions
[bookmark: _Toc136940347]The study intended to answer the following research questions.
1. To what extent do public organization leaders practice transactional and transformational leadership styles in leading their public organizations? 
2. Do the leadership styles exercised by the public organization leaders influence employees, commitment and job satisfaction? 
3. Are there significant relationships between transactional and transformational leadership styles and employees commitment?
4.  Which leadership style is strongly and significantly correlated with employee’s commitment? 
5. What is the mediating effect of job satisfaction between leadership styles and employees commitment?
1.4. [bookmark: _Toc84996390][bookmark: _Toc103835774][bookmark: _Toc104144939][bookmark: _Toc136940348]General Objective of the Study
[bookmark: _Hlk84240068]The major objective of this study is to examine the effects of leadership styles of public organization leaders on employee’s commitment: determine the meditational roles of job satisfaction in public organizations.
[bookmark: _Toc136940349]   1.4.2. Specific Objectives
1. [bookmark: _Hlk84241062]Investigate the extent to which public organization leaders practice transactional and transformational leadership styles in leading their public organizations 
2. Investigate the extent of leadership styles exercised by the public organization leaders on employees’ commitment and job satisfaction, and to determine which style has a stronger correlation with employees’ organizational commitment and job satisfaction. 
3. [bookmark: _Hlk92307143]Examine the strength and direction of relationships between transactional and transformational leadership styles and employees commitment, to examine which style is strongly and significantly correlated with employee’s commitment 
4. [bookmark: _Toc80614280][bookmark: _Toc84996392][bookmark: _Toc103835776][bookmark: _Toc104144941]Examine the mediating effect of employee, job satisfaction on leadership styles and employee’s commitment 
1.5. [bookmark: _Toc136940350] Significance of the Study
The aim of this study is to assist public organization leaders in understanding how their leadership styles affect employee behavior and commitment. By recognizing these effects, leaders can intentionally improve their leadership practices. Appropriate leadership styles in the Addis Ababa city administration can enhance employee commitment, satisfaction, and engagement, thereby serving as a bridge between the government and society.
Ethiopia is currently striving to achieve sustainable development goals and its long-term transformational growth plan and vision. Effective leadership, particularly among public organization leaders, are crucial for achieving these goals, as it significantly impacts organizational commitment, employee engagement, and job satisfaction, ultimately determining the quality of public services. Identifying the effective or ineffective leadership styles used by public organization leaders will help the government enhance leader capacity through targeted training.
Therefore, this study aims to inform the development of leadership training and development programs for leaders and employees, which will improve job satisfaction, engagement, and commitment, contributing to organizational effectiveness.
Additionally, this study will provide valuable evidence to the growing body of organizational research by focusing on the relationships among leader-related and employee-related variables.

             REVIEW OF RELATED LITERATURE  
2.1. [bookmark: _Toc84996398][bookmark: _Toc103835786][bookmark: _Toc104144951][bookmark: _Toc136940355]Theoretical Literature Review
2.1.1. [bookmark: _Toc136940356]Theories of Leadership and Leadership Models
This section provides a brief review of the literature related to the study. Leadership has been a subject of interest across cultures, societies, social classes, education levels, businesses, market segments, and languages for centuries. The historical roots of leadership discussions date back to the times of Plato, Caesar, and Plutarch (Bass, 1981). Over the centuries, leadership has been extensively studied, researched, and written about in various contexts and situations. According to Northouse (2021), leadership is a universal phenomenon that impacts organizational effectiveness and success. Yukl (2013) adds that effective leadership is essential for adapting to changing environments and addressing diverse employee needs. Recent studies highlight the importance of transformational leadership in fostering innovation, employee satisfaction, and organizational commitment (Bass & Riggio, 2006; Judge & Piccolo, 2004).
[bookmark: _Toc149784197]According to Chemers' (1984) theory, the majority of early 20th-century research on leadership concentrated on the notion that followers and leaders were in some way dissimilar in terms of their physical or psychological makeup. The follower, or subordinate, has come to receive more attention in recent leadership study. Burns (1978), Fischer, Rooke, and Torbert (2005), Bass (1985), and Bass and Avolio (1988) all discuss leadership responsibilities in terms of transactional and transformational approaches. Research on transactional and transformational leadership makes an effort to comprehend the significance of the relationship between a leader and their followers. A leader's ability to provide direction and social support to subordinates was contingent upon their style in relation to the situation. According to the relatively recent idea of leadership known as "transformational and transactional leadership," leaders should endeavor to develop a relationship with their followers based on "mutual stimulation and elevation that converts followers into leaders and may convert leaders into moral agents." There are numerous variations in leadership styles highlighted by Mosadeghard (2003); Transformational and transactional leadership theory were covered in this research.
2.1.2. Transformational Leadership Style 
According to Gumusluoglu and Ilsev (2009), the transformational leadership theory was introduced by Burns in 1978 and has since attracted a great deal research attention. Transformational leadership comprises four elements, that is, charismatic role modeling, individualized consideration, inspirational motivation and intellectual stimulation ‘(Gumusluoglu & Ilsev, 2009). First, utilizing charisma, leaders instigate high regard, respect and allegiance, and emphasize having one shared mission. Second, individualized consideration is whereby leaders establish their own relationships with followers, and cater for individual differences, needs, skills and desires. Third, inspirational motivation is whereby the leader clearly communicates the vision for the future, demonstrates how goals can be attained, and inspires followers ‘zeal to achieve goals. Finally, intellectual stimulation is whereby leaders widen and raise the welfare of followers and motivate them to be highly innovative (Hayward, Goss & Tolmay, 2004; Leach, 2005; Kirkbride, 2006; Gumusluoglu & Ilsev, 2009). 
2.1.3. Transactional Leadership Style 
Transactional and transformational leadership styles complement each other, but there are a few noteworthy differences (Bass & Avolio, 1993). The former leadership style is also referred to as managerial leadership. It is a style in which the leader ensures conformity or reverence of the staff, using both rewards and punishments, thus followers are motivated through exchange, e.g., a follower may be motivated to complete a task to obtain rewards or preferences (Hayward, Goss & Tolmay, 2004; Vigoda-Gadot, 2007; Yang, 2007). According to the knowledge and skills of the leader, these two leadership philosophies provide the ground work for organizational success (McGuire & Kennerly, 2006).In contrast, transformational leaders focus on relationships to ensure organizational commitment and collectivism (Gumusluoglu & Ilsev, 2009; Bushra, Usman & Naveed, 2011). 
2.2. Empirical Literature Review
2.2.1. The Scope of Public Organization leadership
Bogardus defines leadership as encompassing both individual personality traits and a social dynamic involving multiple individuals engaging in mental interaction. In this process, one individual emerges as dominant and orchestrates the activities of others towards a particular goal, while also influencing and altering their attitudes and beliefs. Importantly, this relationship involves a continuous exchange of influence, with followers exerting their own impact, sometimes countering the leader's influence, at various stages (Bogardus, 1934). 
Daniel Moi provides a complementary perspective on leadership, defining it as the dynamic and catalyzing capability possessed by either an individual or a collective to inspire, mobilize, and guide the productive efforts of a community. This guidance is aimed at enhancing the well-being of individuals and entire communities, fostering their material prosperity, socio-cultural advancement, spiritual harmony, and mental creativity Moi, (1986).
Public organization leadership is intricately woven into a multifaceted social process that plays a pivotal role in shaping service delivery results, as highlighted by (Greenstein 2006). In this context, leaders are tasked with rallying a substantial following to embrace their assessments and proposed solutions for communal challenges or emergencies, as outlined by Masciulli (2009). Ultimately, both leaders and their followers are mutually influenced by the outcomes they bring about.
By merging various perspectives, a versatile definition of public organization leadership emerge that can accommodate different leadership styles. Consequently, the characteristics of public organization leadership include the following: recognizing leadership as a group phenomenon, implying that leaders need followers; using influence to steer the group toward specific actions or goals; and establishing some degree of hierarchy within the group, as outlined by Nahavandi (2014).
            2.2.1. Organizational Commitment
As indicated in many literatures, the topic of organizational commitment has always been a popular topic for public sector governors and scholars. Since the 1980s, public sector governors have been reforming their organizations and scholars have been studying the theories of organizational commitment (Meyer and Allen 1991). The elements of organizational commitment are affective attachment to the organization (Affective commitment), cost perception related to leaving the organization (continuance commitment) and obligations to stay in the organization (Normative commitment). The first is related to the individual’s identification with the organization, attitude towards the organization and affective attachment to goals and values. Second, there is a continuing commitment when commitments are linked to continued participation in profits or departure from related costs. Finally, lifelong commitments can be interpreted as maintaining ethical loyalty and commitment to an organization (Yeh, 2015). All the commitments express psychological state of employees in an organization 
[bookmark: _Toc136940366]2.3.2. The Relationship between Leadership Styles and Employee Commitment 
The relationship between leadership behavior and organizational commitment has been studied in a number of earlier researches. According to studies, employees' organizational commitment tends to increase when their managers or leaders allow them the chance to participate in decision-making (Steyrer, Schiffinger, & Lang, 2008). At the same time, a number of academics have argued that supervision is one of the key elements that influence employees' commitment to their organization (e.g., Gumusluoglu & Ilsev, 2009; Bushra, Usman & Naveed, 2011; Kim & Brymer, 2011).
 Prior studies revealed a connection between dedication and leadership style. The two factors were found to be positively correlated in several researches. For instance, Lo et al. (2010) came to the conclusion that supervisors' leadership styles are important aspects of the social context because they have a variety of effects on how their subordinates' organizational commitment is shaped. Similar to this, Ponnu and Tennakoon (2009) discovered that morally upright leaders had a beneficial impact on employee organizational commitment and boost employees' confidence in their leadership.
            2.3.3. Mediating role of job satisfaction 
Several studies have verified the association between job satisfaction and organizational commitment. Huang and Hsiao (2007) describe satisfaction as a precursor to dedication, suggesting that people are more committed to their work when they feel satisfied. This evolving effect of human actions enhances commitment. Yang (2012) also identified the mediating effect of job satisfaction in the relationship between transformational leadership and organizational commitment.
In the context of education, the relationship between leadership styles and teachers’ commitment to their schools is partially mediated by job satisfaction. Achieving the national objective of producing quality human capital requires a high level of commitment from teachers, which is influenced by their job satisfaction. Mosadeghrad and Ferdosi (2013) found that positive associations with leaders increase teachers' enjoyment and reduce stress, thereby enhancing their commitment. Conversely, poor leader relationships decrease commitment.Thus, this research proposes to examine job satisfaction as a potential mediator in the relationship between different leadership styles and organizational commitment.
2.3. [bookmark: _Toc84996438][bookmark: _Toc103835819][bookmark: _Toc104144984][bookmark: _Toc136940367]Conceptual Framework
[bookmark: _Hlk96178854]This research examines the effects of transformational and transactional leadership styles on employee commitment, with job satisfaction serving as a mediator. Based on the literature and logical arguments, the conceptual framework posits that both leadership styles directly impact job satisfaction, which in turn influences organizational commitment. The follower-leader relationship is crucial for organizational performance and is reflected in job satisfaction. The conceptual framework guiding this study is depicted in Figure 1, highlighting the direct and indirect effects of leadership styles on job satisfaction and organizational commitment.
Conceptual FrameworkEmployee Job Satisfaction

Transracial Leadership
Transformational Leadership
Employees Commitment


	





[bookmark: _Toc136798763][bookmark: _Toc136939160][bookmark: _Toc136940368]
Figure: 1 A conceptual framework showing the interrelations among the variables
[bookmark: _Toc72238117]

[bookmark: _Toc103835820][bookmark: _Toc104144985][bookmark: _Toc124678822][bookmark: _Toc84996441][bookmark: _Toc103835821][bookmark: _Toc104144986][bookmark: _Toc136940369]           RESEARCH METHODOLOGY
3.1. [bookmark: _Toc84996442][bookmark: _Toc103835822][bookmark: _Toc104144987][bookmark: _Toc136940370][bookmark: _Toc75470143]Research Design

This research aimed to investigate the complex relationship between leadership styles demonstrated by public organization leaders and the employees’ organizational commitment in public organizations within the Addis Ababa City Administration. By focusing on comprehending the mediating roles of job satisfaction, this study sought to elucidate the mechanisms through which leadership impacts employees’ factors within the context of Ethiopian public administration.

The research design followed in this study was dominantly quantitative research combined with qualitative approach wherein a concurrent mixed research approach to address the research questions raised in the first chapter. Mixed method was used to triangulate results obtained through quantitative and qualitative research. The study employed both descriptive and explanatory research types based on survey methods. 
To answer these questions, stratified and simple random sampling techniques were used to select 290 employees from two sub-cities, namely, Gulelie and Kolfe-Keranyo, three bureaus and four woredas. Purposely selected 18 leaders from the three levels of administration and purposively selected 18 interviewees from the organizations.
Of the five clusters in the city administration, the researcher selected economic, social, and good governance clusters by using the purposive sampling method. This is for the reason that these clusters were always engaged in different service provisions with high concentrations of public servants, which also require more effective leadership. They are also the focus of the public organization leadership.
The selected bureaus were identified and specified by consulting the Public Service Bureau of the Addis Ababa City Administration. Accordingly, from those selected clusters, the Women, Children, and Social Affairs Bureau from the social cluster, the Finance Bureau from the economic cluster, and the Vital Events Registration Agency from the good governance cluster were selected at the bureau level. In doing so, the study area was divided into two big geographic clusters at the sub-city level, like inner and peripheral clusters. Hence, Gulele sub-city from the inner-city clusters and Kolfe-Keranio sub-city from the peripheral clusters were involved in the study using purposive followed by simple random sampling. From the selected sub-cities, four districts were chosen using simple random sampling, two from each sample sub-city. 
Data were collected using scales and semi-structured interviews. Data on transformational and transactional leadership were collected from both employees and leaders a 26 items MLQ rated on a 7-points Likert scale. Employee job satisfaction and employees organizational commitment were measured using scales adapted from various sources. Semi-structured interviews were conducted with leaders, employees and customers about leadership, employees’ factors and related issues. 
The accuracy and quality of data were done using validity and reliability analysis. Reliability, factor, and case-wise diagnoses analyses were employed to sort out problematic items and individual data. Based on the results a number of individuals were excluded from the analysis due to their divergence from the group. Moreover, items that were found poor to correlate with the total scores were also deleted. Descriptive statistics such as frequency and mean, and one-sample t-t were used to analyze qualitative data  and Correlation, regression and  structural equation modeling (SEM) analyses were used to analyze quantitative data (SPSS) was used to run the analysis of the quantitative data. 
The extent of leadership styles, employees’ organizational commitments and satisfaction was examined using a one sample t-test based on the midpoint to determine the degree of divergence from the medium point of the scale. Using regression analysis, the combined and individual contributions of the explanatory variables (i.e., transformational leadership style, transactional leadership style, and satisfaction) to employee organizational commitment. Structural equation modeling was established to examine the predicative capacity and causal relationship between independent, dependent and mediation variables. 
            RESULTS AND DISCUTION OF THE STUDY 
4.1. [bookmark: _Toc150002593]Qualitative Results
There was no significant sex differences in all those variables between male and female employees except job satisfaction, female employees felt that they tend to be satisfied in their job more than their male counter parts.  On the other hand, there were no correlations between the measured variables and the ground variables. The “expert” group rated that their leadership style of leadership is more transformational; they are more committed to their organizations and have higher level of job satisfaction, than the three groups of employees. This finding was consistent with the literature (Mathieu & Zajac, 1990, Mowday et al. 1982 and Meyer and Allen 1984). when employees get older, their alternative employment opportunities become limited. As a result, they are likely to develop more positive attitudes toward their organization including organizational commitment. 

Table 1. Zero order Correlation Coefficients among the variables treated in the study (without considering the influence of any other variables)
	Variables 
	
	1
	2
	3
	4
	5
	6
	7
	8

	1. Commitment
	1
	
	
	
	
	
	
	
	

	2. Transformation
	0.491**
	1
	
	
	
	
	
	
	

	3. Transaction
	0.499**
	0.828**
	1
	
	
	
	
	
	

	4. Satisfaction
	0.642**
	0.617**
	0.579**
	0.726**
	1
	
	
	
	

	5. Sex
	0.075
	0.056
	0.020
	0.055
	0.116*
	0.147*
	1
	
	

	6. Age
	0.142*
	0.106
	0.088
	0.194**
	0.093
	0.037
	-0.051
	1
	

	7. Edu
	-0.148*
	0.003
	-0.004
	0.036
	-0.048
	-0.145*
	-0.093
	0.171**
	1

	8. Exp
	0.104
	0.127*
	0.122*
	0.214**
	0.135*
	0.008
	0.003
	0.740**
	0.194**


**p = 0.001, * p = 0.05
The relationships of transformational leadership style, transactional leadership style, commitment and satisfaction were found significant and positive, ranging from r = 0.491 to r = 0.828 (p =0.001).  Specifically, satisfaction and commitment correlated highly, significantly and positively. Many of the measured variables related more with transformational leadership than transactional leadership style.
Table: 2. determining the extent of leadership styles, commitments and satisfaction using standard a one sample t-test based on the respective variables’ scale midpoints.
	Variable
	Mean
	St. Dev.
	Test Value (Scale Midpoint)
	t-test Value
	Sign. (2-tailed)

	Transactional
	21.53
	7.406
	20
	3.456
	0.001

	Transformational
	73.39
	30.228
	82
	-4.776
	0.001

	Commitment
	82.75
	17.552
	76
	6.447
	0.001

	Satisfaction
	76.45
	20.769
	84
	-6.092
	0.001



The extent of leadership styles, organizational commitments and satisfaction, was examined using a one sample t-test based on the midpoint to determine the degree of divergence from the medium point of the scale. Accordingly, public organization leaders style of leadership is more gravitated towards the transaction leadership style. The mean score obtained was found to be above the midpoint of the scale, which signifies the leader’s tendency to use more rule-oriented approaches, “carrot-stick” mechanisms, and other exchange forms. The results also portrayed that the leaders’ exercise of transformational leadership style was far below the midpoint of the scale suggesting a low level of the use of this leadership style by the leaders. 

Interviewees made with some leaders and senior employees mentioned that the style of leadership used by public organization leaders in leading their public organizations are not as clear as they are. They tend to be more of a dictator. Most leaders in government organizations come to power only by their networks and experience, with no sufficient knowledge and skills in leadership. They do not coach and lead their followers as expected. They do not intellectually stimulate their followers to achieve public sector goals, which would in turn affect the employees’ job satisfaction and commitment. These findings are consistent with (Tesfaye 2014, and Zerihun and Meles 2014).who investigated that political changes that took place over the last couple of decades in Ethiopia created a demanding society for improved services that require committed, satisfied and engaged employees. In this case, the political leadership effectiveness does not seem to be to the level required to transform public service organizations into organizations that strive for good performance.
4.1. [bookmark: _Toc137190809]Multiple Regression Results
Based on regression analysis, the combined and individual contributions of the explanatory variables (i.e., transformational leadership style, transactional leadership style and satisfaction) to commitment indicated that the three explanatory variables accounted for about 45%
Table 3.  Regression analyses of transformational leadership style, transactional leadership style, and job satisfaction on commitment

	Variables
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	

	
	B
	Std. Error
	Beta
	
	
	

	(Constant)
	38.795
	3.164
	
	12.260
	0.000
	R2 = 0.447

	Transformational leadership
	
0.010
	
0.049
	
0.018
	
0.214
	
0.831
	Adj. R2 = 0.431R          

	Transactional leadership
	
0.421
	
0.193
	
0.178
	
2.186
	
0.030
	

	Satisfaction
	0.446
	0.049
	0.528
	9.103
	0.000
	


** F= 71.555, df = 3,277; p = 0.000

[bookmark: _Toc84996456]As can be seen in Table 3, employees’ commitment was predicated significantly and strongly by job satisfaction (beta = 0.528) and transactional leadership style (beta = 0.178), but not by transformational leadership style. These three variables jointly explained about 45% in the variance of commitment of the employees.  Surprisingly, transformational leadership style failed to predict commitment unlike the other criterion variables. 
The major focus of the study: Investigating the direct, direct, indirect and total effects of the transactional and transformational leadership styles using employee-related job behaviors, namely, organizational commitment and job satisfaction to be verified in the study.
[image: ]Figure: 1. The Final Structural Equation Model Accepted for the Study
The influence of leadership styles exercised by public organization leaders on employees’ organizational commitment, as shown in the model, the independent variables accounted for 45% of the variability in the employee’s commitment. Those variables that had significant direct effects on employees commitment were Transactional Leadership Style (β = 0.193) and job satisfaction of employees (β = 0.542). Interestingly, commitment of employees seem to be more directly affected by transactional leadership style (β = 0.193) than transformational leadership style (β = 0.04). This could imply that the use of the hardly practiced “Management by Objectives” and/or the use of stick and carrot could cause employees to commit themselves in the job process. 

Table 4. Standardized direct, indirect, and total effects of the explanatory variables on criterion variables
	Criterion variables
	Predictor (explanatory) variables

	
	Transformation
	Transaction
	Satisfaction
	Commitment
	Engagement

	
	Direct Effect
	Indirect Effect
	Total Effect
	Direct Effect
	Indirect Effect
	Total Effect
	Direct Effect
	Indirect Effect
	Total Effect
	Direct Effect
	Indirect Effect
	Total Effect
	Direct Effect
	Indirect Effect
	Total Effect

	Satisfaction
	.431
	.000
	.431
	.221
	.000
	.221
	.000
	.000
	.000
	.000
	.000
	.000
	.000
	.000
	.000

	Commitment
	.000
	.234
	.234
	.193
	.120
	.313
	.542
	.000
	.542
	.000
	.000
	.000
	.000
	.000
	.000



But transformational leadership failed to significantly predict employee’s commitment. The indirect effect of transformational leadership style on employees commitment via this mediating variables was (β = 0. 234), and that of transactional leadership style was (β = 0. 120), suggesting the stronger effect of transactional leadership style than transformational leadership style. 
To examine the influence of leadership styles exercised by public organization leaders on employees ‘Commitment and job satisfaction, the results of the research indicate that, transformational leadership style has strong and moderate effect on employees commitment and job satisfaction at, (p=-value (0.000). However, transactional leadership style has moderate and weak effect on employee’s commitment at (0.080, 0.030,) respectively. Ponnu and Tennakoon (2009) found that where the leaders were morally upright it will influence employee commitment in a positive manner and raise the employees ‘confidence in their leadership. Adopting transformational leadership had great contribution for employee commitment. One unit increases in transformational and transactional leadership manner in the study organization, increased employee commitment 18%, and  14%, respectively, Similarly, employ job satisfaction increases by 30% and 14%, .
This could mean that leaders to be  increased employees commitment and job satisfaction when their leaders follow more transformational leadership style than transactional leadership style, when the employees are satisfied with their jobs as well as when they are engaged actively. Transformational leaders generally have the capacity to translate the organization vision and mission into reality or action. By creating a vision, leaders will deliver a way for individual or team to develop commitment and engagement, forming a cycle of common goals and ways to make employee feel success.
Rad and Yarmohammadian (2006) argued that a best leadership style should be implemented to support the employee’s organizational maturity and lead to employee job satisfaction. Here, transformational leadership is proved to have more impact toward better job satisfaction compare to transactional leadership (Choi & Lee, 2011). This statement is than further support by Braun (2013), indicated that there is empirical evidence of relationship between individual perceptions of supervisors' that have the characteristic of transformational leadership and job satisfaction. They concluded that the transformational leadership practices have led to positive change to the effectiveness. One of the key attributes that lead to employee satisfaction under this leadership style is inherent characteristics.
Moreover, employee commitment and job satisfaction contributed to organizational goals, which are ultimately providing quality and efficient services to the society. However, in this study most of the public servants believe that staying with their current organizations was not a matter of necessity rather it is lack of opportunity. The interviewees also acknowledged that there is no career development; employees have no hope to develop themselves and to improve the organization. They are thinking of leaving the organizations in the future because of low salary, in response to the survey question, most of the participants claim the government pay scale. 
Job satisfaction served as mediating variables between leadership styles leaders employ and the outcome variable, namely employee’s commitment. Where people will be more committed to their work if they feel satisfied, it has also been reported that leadership styles and job satisfaction influence organizational commitment. The result of the study supported by Yang (2012) when studying the correlation between transformative leadership and organizational commitment a good association with leaders will increase employees feeling of enjoyment and less stress, which in turn will heighten employees desire to put in extra effort, but a bad association will decrease the employees commitment. Thus, job satisfaction as a possible mediator in the relationship between different leadership styles and employees commitment.
[bookmark: _Toc69805362][bookmark: _Toc72238147][bookmark: _Toc136798818][bookmark: _Toc136940423]      SMMMARY, CONCLUSION, RECOMMENDATION AND IMPLICATION 
      5.1. Summary
According to the relatively recent idea of leadership known as "transformational and transactional leadership," leaders should endeavor to develop a relationship with their followers based on "mutual stimulation and elevation that converts followers into leaders and may convert leaders into moral agents." (Burns, 1978). This study set out to quantitatively and qualitatively examine the effects of transformational and transactional leadership on employee-related behavior in Addis Ababa city administrations. 
The major reason to conduct this article was the researcher believed that, among multitudes of factors that contribute to the inefficiency and ineffectiveness of the leadership in responding to the demands of the public, leadership styles of leaders and employee-related characteristics such as job satisfaction and commitment might have stern effects on enhancing organizational effectiveness and growth. 
The research was carried out to answer the following research questions.
1. To what extent do public organization leaders practice transactional and transformational leadership styles in leading their public organizations? 
2. Are there significant relationships among transactional and transformational leadership styles, employees’ organizational commitment and job satisfaction? 
3. To what extent do transactional and transformational leadership styles and job satisfaction jointly and individually predict employees’ commitment significantly?
4. Do the leadership styles exercised by the public organization leaders influence employees’ job satisfaction and commitment? 
5. To what extent is the relationship between leadership style and employees commitment mediated by job satisfaction? Which variable(s) strongly and significantly predicted employee’s commitment? What are the direct, indirect and total effects of the leadership styles of political leaders on employee’s commitment?
6. To what extent do leadership styles affect employees’ organizational commitment, and job satisfaction? Which style has a strong and significant effect on employees’ organizational commitment and job satisfaction?
To answer these questions, stratified and simple random sampling techniques were used to select 290 employees from two sub-cities, namely, Gulelie and Kolfe-Keranyo, three bureaus and four woredas. Purposely selected 18 leaders from the three levels of administration taken purposively during data collection from the organizations were included in the study. Purposively 18 interviewees were selected from the organizations.
Data were collected using scales and semi-structured interviews. Data on transformational and transactional leadership were collected from both employees and leaders a 26 items MLQ rated on a 7-points Likert scale. Employee job satisfaction and organizational commitment were measured using scales adapted from various sources. Semi-structured interviews were conducted with leaders and employees about leadership styles and related issues. 
There was no significant sex differences in all those variables between male and female employees except job satisfaction, female employees felt that they tend to be satisfied in their job more than their male counter parts.  On the other hand, there were no correlations between the measured variables and the ground variables. The “expert” group rated that their leadership style of leadership is more transformational; they are more committed to their organizations and have higher level of job satisfaction, than the three groups of employees. An explanation of this finding could be that when employees get older, their alternative employment opportunities become limited. As a result, they are likely to develop more positive attitudes toward their organization including organizational commitment. 
The extent of leadership styles, organizational commitments, and satisfaction was examined using a one-sample t-test based on the midpoint to determine the degree of deviation from the medium point of the scale. Results showed that public organization leaders’ style of leadership gravitated more towards transactional leadership. The mean score obtained was above the midpoint of the scale, indicating a tendency to use rule-oriented approaches, "carrot-stick" mechanisms, and other exchange forms. Additionally, the exercise of transformational leadership style by leaders was found to be significantly below the midpoint of the scale, suggesting a low level of utilization of this leadership style.
Based on regression analysis, the combined and individual contributions of the explanatory variables (i.e., transformational leadership style, transactional leadership style, and satisfaction) to commitment indicated that the three variables accounted for about 45% of the variance in employee’s commitment. An examination of individual contributions revealed that job satisfaction of employees (β = 0.542) had a high and strong prediction, followed by transactional leadership style (β = 0.193). Interestingly, the commitment of employees seemed to be more directly affected by transactional leadership style (β = 0.193) than transformational leadership style (β = 0.04). This could imply that the use of the less commonly practiced "Management by Objectives" and/or the use of incentives and penalties could cause employees to commit themselves to the job process.. 
Job satisfaction served as mediating variable between leadership styles leaders employ and the outcome variable, namely employee commitment. Job satisfaction had a strong direct effect on employees commitment (β = 0.542) the effects of Job satisfaction was significant effect on transformational leadership (β = 0.431) followed by transactional leadership (β = 0. 221).
 
All the variables had significant direct effects on employee commitment except transformational leadership which failed to significantly predict employee commitment. The indirect effect of transformational leadership style on employee’s commitment via this mediating variable was high. 

The findings suggest that the indirect effect of transformational leadership style on employee commitment via mediating variables was (β = 0.234), while that of transactional leadership style was (β = 0.120). People tend to be more committed to their work when they feel satisfied. Employee commitment appears to be more directly influenced by Transactional Leadership Style (β = 0.193) than Transformational Leadership Style (β = 0.04). This could imply that the use of Management by Objectives, a practice less commonly applied, could enhance employee commitment in job processes.
However, it is the transformational leadership style that demonstrated strong direct and total effects on satisfaction (0.431), whereas transactional leadership styles showed a lower influence (0.221), suggesting its positive and significant impact on employee behavior. Moreover, job satisfaction served as a mediating variable between the leadership styles employed by leaders and the outcome variable, namely employee commitment.

[bookmark: _Toc136798821][bookmark: _Toc136940426]5.2. Conclusion 
The results of this article align with findings by Koene and colleagues (2002), indicating that leadership significantly impacts organizational effectiveness. Many researchers have suggested that the leadership style adopted by a leader is crucial in eliciting commitment and satisfaction among employees to deliver quality service and achieve organizational success (e.g., Yammarino et al., 1993; Zacharatos et al., 2000). Similarly, this study found that transformational leadership had a positive and significant impact on the commitment and satisfaction of employees.
The productivity and performance of an organization hinge on the job satisfaction and commitment of its employees. Transformational leadership, characterized by enhanced interpersonal relationships between supervisors and subordinates, is a means to foster higher levels of job satisfaction and organizational commitment among employees, ultimately leading to organizational effectiveness.
Transformational leaders help employees become more creative, innovative, and participative, bringing new ideas that enable the organization to grow competitively and adapt to changing external environments. Unfortunately, this leadership style is not widely practiced by the majority of public organization leaders in Addis Ababa's city administration. The study concluded that if leaders adopt transformational leadership behaviors, they will achieve better employee satisfaction and commitment, leading to more efficient public service. These findings align with previous studies on the effects of leadership styles on employee commitment, satisfaction, and engagement across various organizations. 
[bookmark: _Toc150002604]5.3. Implications of the Study	
[bookmark: _Toc150002605]5.3.1. Implications for Managers
[bookmark: _Toc124679012]Based on the results of this research, both transactional and transformational leadership are significantly correlated with organizational commitment and job satisfaction. To increase job satisfaction and employee commitment, leaders need to practice appropriate leadership styles.
Managers or leaders of public institutions should prioritize their leadership style, as it significantly affects employees' commitment and job satisfaction, which in turn impacts organizational effectiveness. According to Strauss, Griffin, & Rafferty (2009), transformational leadership can enhance organizational commitment. This research provides supportive evidence of the strong impact of transformational leadership on employees’ behavior.
Therefore, public organization leaders should apply effective leadership styles to enhance employees’ morale and commitment, thereby improving the quality and efficiency of services.

[bookmark: _Toc124679013]The obvious implication of this finding is the need for an intensive training and development of leaders to use appropriate leadership styles that motivate, inspire, committed, engaged, satisfied and innovative employees who can successfully and effectively meet the needs and demands of the public through provision of effective service. 
[bookmark: _Toc150002606]5.3.2. Implications for Future Research 
Most studies examining the relationships of job satisfaction employee commitment and engagement with service quality and organizational effectiveness specifically in association with leadership styles, is limited. Hence other researchers may carry out research taking into account other leadership styles using more sample size and public organizations
[bookmark: _Toc136940427]5.4. Recommendations 
This research is crucial for Addis Ababa's city administration, especially for public organization leaders and those appointing them. It assessed the impact of leadership style on employee commitment, with job satisfaction as a mediator. Results indicated public organization leaders were largely ineffective, favoring transactional over transformational leadership. To deliver efficient services and inspire employees, public organization leaders need to develop leadership competence and adapt strategic innovations across different regimes and cultural contexts.  
Leaders should avoid dividing workers into in-groups and out-groups to foster a cohesive workplace that boosts employee dedication and satisfaction. In-group members receive more information, power, and support from leaders, leading to higher engagement and reliability. Conversely, out-group members tend to have weaker relationships with leaders and show minimal engagement, merely completing tasks without enthusiasm. This divisive leadership style leads to employee disengagement, unhappiness, and lack of dedication, ultimately causing organizational inefficiency. Leaders should adhere to merit-based principles instead.
[bookmark: _Toc124679016][bookmark: _Toc136798828][bookmark: _Toc136940434]To create a positive work environment, public organization leaders in Addis Ababa's public sector should cultivate a strong sense of teamwork. Group dynamics are vital, as diverse backgrounds lead to different perspectives. By fostering a culture of team building, organizations can inspire staff to collaborate effectively, increasing dedication and nurturing a harmonious, long-term workplace culture.
Research findings highlight that employee satisfaction enhances organizational commitment. Leaders should implement a rewarding system and create a positive working environment. Additionally, they should refine strategic management, training, and development processes to motivate staff and increase their satisfaction.
5.5. Limitations of the Study
[bookmark: _Toc103835962][bookmark: _Toc104145127]The research examined the effects of transformational and transactional leadership styles on organizational commitment, using employee satisfaction as a mediator. It acknowledged that different leadership styles impact employee characteristics but did not explore other potentially relevant styles for the city's public organization leaders. 
[bookmark: _Toc136940435]The research was limited to public organizations within Addis Ababa city administration, which may not represent leaders in other regions or other organizations. To improve accuracy and generalizability, future research should expand its scope and sample size.
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