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ABSTRACT

Organisations should focus their attention on strategies that mitigate the intention to quit of
employees, this can be achieved through creating an environment that is favourably disposed
to an efficient and engaged workforce and by driving transformational leadership approaches.
Recognising the immense value of human capital and the devastating effects linked to the loss
of valued employees, organisations should direct their focus on effective ways to deal with
undesirable staff turnover issues. In the present challenging economic times, organisations and
researchers are increasingly exploring factors that could contribute to retaining talent and
improve leadership as well as employee engagement practices to optimise organisational
outcomes through employees’ talent.

The present study sought to contribute to existing research pertaining to transformational
leadership, employee engagement and intention to quit, by observing the variables in a service
sector environment. The main objective of the research study was to determine the nature of
the relationships among the variables on a sample of employees at a selected organisation. An
online questionnaire was sent to 296 possible respondents by means of an electronic link. Out
of these, 206 questionnaires were used for analysis.

Employees were selected to participate in the study by means of convenience sampling. Four
questionnaires were used to gather data namely, a self-developed biographical questionnaire,
the Multi-Factor Leadership Questionnaire developed by Avolio and Bass (1995), the Utrecht’s
Work Engagement Scale developed by Schaufeli and Bakker (2003) and the Turnover Intention
Scale developed by Roodt (2004). Statistical analysis of the data was performed by using the
Statistical Package for Social Sciences (SPSS) version 26 and the LISREL 8.80 software
program. Item and dimensional analyses were executed on the subscales to identify poor items
and to ensure uni-dimensionality of the subscales. In order to test the hypotheses structural
equation modelling was used. The multiple regression analytical technique was used to identify
the variable that explains the most variance in intention to quit.

The research results indicated that a positive relationship between transformational leadership
and employee engagement exist. There were significant, negative relationships between
transformational leadership and intention to quit and between employee engagement and
intention to quit.
iii

Regression analysis indicated that employee engagement had a more significant impact on
intention to quit than transformational leadership. The limitations of the study and future
recommendations for the organisation are discussed.

Keywords: Intention to quit, Voluntary turnover, Human capital, Transformational leadership,
Employee engagement, Vigour, Dedication, Absorption, Convenience sampling, Structural
equation modelling.
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CHAPTER 1

INTRODUCTION AND BACKGROUND

1.1 INTRODUCTION

Achieving competitiveness and success through people requires constant reflection on the
labour force and the employment relationship. It involves achieving goals by working with
people, and viewing the labour force as a source of strategic advantage and not only as a cost
that should be minimised. Organisations that take this diverse viewpoint are often able to
effectively outsmart and outperform their opponents. High labour turnover frequently leads to
a lack of success in the organisation, employees that are not inspired discourage talented
employees from being attracted to the organisation (Surji, 2013). In light of the dynamic nature
of the business environment currently, employees are confronted with a variety of challenges
on a daily basis. Adjustment and turmoil in the workplace appear to be the norm and not the
exception. Marchington and Kynighou (2012) asserted that organisations that are successful
are able to better adapt to change compared to unsuccessful organisations. Fundamentally, the
key to successful change management begins with the organisation’s members. Furthermore,
employees remain the most prized asset to any organisation and it is essential that organisations
appeal to and retain employees, as they contribute greatly to the competitive advantage of
organisations (Ng’ethe, Namusonge, & Irava, 2012).

Jung (2014) proposed that a desirable level of turnover is beneficial as it assists in the injection
of new ideas that promote creativity in the workplace. However, compelling evidence suggest
that undue turnover is detrimental to organisational performance as it can interrupt service
delivery and create added costs to the organisations in replacing individuals that leave (Boyne,
James, John, & Petrovsky, 2011). In addition to negatively affecting employee attitudes, high
staff turnover rates furthermore influence valued employees to exit the organisation and
reduces productivity at the same time (Dwesini, 2019). As a result of the high expenditures
related to voluntary turnover, considerable interest has been devoted to understand why
employees leave their jobs in organisations. Besides a handful of studies (Jung, 2010; Lee &
Hong 2011), most empirical studies on the antecedents of voluntary turnover focus on the
individual as the unit of analysis.
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This implies that the decision to stay as a member of an organisation is reached on an individual
level. These studies therefore imply that the approaches for reducing voluntary turnover will
only be successful when managers are aware of each individual’s desires and needs and are
capable of fulfilling them (Pitts, Marvel, & Fernandez, 2011). The overall atmosphere of a
workplace can considerably influence employees’ affective appraisals of the organisations and
their decisions to either stay or leave (Jung, 2010). Consequently, this direction of research can
advise managers regarding the strategies that can be used to reduce organisation-wide turnover
of employees. Leadership arguably plays a crucial role in reducing employee turnover.

Leadership, an enabler of individual and collective goals, is a crucial element that influences
the well-being of both employees and their organisations. According to Yukl (2010), leadership
entails influencing others to understand as well as agree with what must be done, how it should
be done and the process of assisting individuals to achieve common objectives. The literature
has proposed that transformational leaders has intrinsic advantages in discouraging
subordinates from deciding to quit their jobs. Masta and Riyanto (2020) conducted a study
among bank employees in Jakarta, Indonesia and found that the presence of transformational
leadership lowered intention to quit. In a study executed by Shah, Saeed, Yasir, Siddique, and
Umar (2018) findings also concluded that transformational leadership was negatively related
to intention to quit. Employees were therefore less likely to leave their organisation if leaders
displayed transformational leadership attributes. Transformational leaders emphasise their
subordinates’ personal growth and build solid emotional connections with their followers.
Additionally, they follow non-traditional approaches to making decisions, problem solving and
enhancing performance (Avolio 1999). Furthermore, Lee (2014) asserted that transformational
leadership is vital since it enables people with diverse backgrounds to work together efficiently
towards a mutual goal. The attributes displayed by transformational leaders inspire, encourage
and motivate employees to perform at a greater level (Manzoor, Wei, Nurunnabi, Subhan, Shah
& Fallatah, 2019). Wang and Howell (2010) posited that transformational leaders are able to
function from individual-focused as well as group-focused goals of behavioural outcomes.

Individual-focused goals are directed at increasing the self-esteem of employees, enhance their
overall performance, and to provide a sense of empowerment through enabling them to realise
their full potential as employees. Group-focused goals focus on common beliefs and values
shared by individuals and group members to encourage employee engagement.
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Both sets of goals promote employee development and growth, which is also likely to increase
employee engagement (Wang & Howell, 2010).

Musgrove, Ellinger and Ellinger (2014) postulated that employee engagement is crucial to any
organisation and that organisational success is related to employees’ efforts and engagement.
Engagement refers to the simultaneous investment of physical, cognitive and emotional effort
whereby one is completely as well as actively engaged in the full performance of a task (Rich,
Lepine, & Crawford 2010). Employee engagement is referred to as a psychological state that
give rise to higher work performance by means of behavioural changes (Rothbard & Patil,
2012). Engaged employees display emotional connections to their organisations and the
organisational goals that make them more disposed to express greater levels of commitment
and involvement to the overall objectives of the organisations. Jha and Kumar (2016) suggested
that employee engagement is a critical component of organisations that allows them to maintain
success over the long term and to compete in the marketplace. The findings of research
undertaken by Osborne and Hammoud (2017) indicated that the bond shared by leaders and
employees is a crucial component for driving engagement in employees that consequently leads
to increased profitability for the organisation. Hence, a lack of employee engagement can have
a negative impact on organisations through a decrease in motivation and productivity. Schwartz
(2015) found that workplaces that are designed in such a manner that encourage employees to
find the work they perform meaningful, leads to a labour force that values work. Hence, placing
individuals in environments that promote learning, growth and success on both a personal and
professional level set the foundation for promoting engagement in employees. Engaged
employees provide enhanced organisational and individual performance (Osborne &
Hammound, 2017). Sarkar (2011) noted that employee engagement is an indicator that governs
the association of an individual with their organisation.

1.2. PROBLEM STATEMENT

The service sector is a reflection of the sustenance for the socio-economic growth of any
country. For the majority of countries in the world, services are the biggest part of their
economy. One of the reasons for the growing service sector is because of the rise in
privatisation, urbanisation and added demand for intermediary and final consumer services.
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According to Bhorat, Steenkamp, Rooney, Kackingwe and Lees (2018), the South African
services sector is large and growing and South Africa can be characterised as a servicesorientated economy. At the heart of a society that values information, knowledge as well as
intangibles, many are of the opinion that services are secondary activities in comparison to
economic growth.

Chitra (2013) stated that retaining employees in various organisations is a noteworthy problem
and effects organisations irrespective of their focus, size, location, or business approach.
Leadership is an essential element of the change process for organisations when they must
adjust and adapt to changes that are related to technology, the environment, or other changes
required by competing forces and the marketplace (Bass & Bass, 2008). Leaders who are
authentic in their interaction with employees influence their engagement (Nicholas &
Erakovich, 2013). Empirical evidence indicates that transformational leadership encompasses
an effective leadership style at the national, sectorial and organisational levels (Garcia-Morales,
Jimenez-Barrionuevo, & Gutiérrez- Gutiérrez, 2012; Gyensare, Anku-Tsede, Sanda, & Okpoti,
2016). There is a greater likelihood for employees to stay with their organisations when
superiors instil pride, trust and respect them and express high expectations of them, which are
all qualities of a transformational leader (Bass, 1990). Choudhary, Akhtar and Zaheer (2013)
defined a transformational leader as one that generate awareness, builds relationships with
employees and motivates them. Enhanced employee engagement is a consequence of leaders
who have a positive and solid relationship with their employees (Lowe, 2012).

Long, Thean, Ismail and Josh (2012) noted that employee turnover impacts profitability,
irrespective of sector or industry. Turnover has been attributed to the lack of engagement of
employees and the lack of investment by organisations, of which both have driven employees
to pursue alternative options for employment (Hofaidhllaoui & Chhinzer, 2014). According to
Jha and Kumar (2016), engagement must be regarded as a two-way process between employees
and organisations. If organisations have an engaged workforce, they can expect to have higher
levels of productivity and improved levels of performance. Employee engagement is especially
concerning to organisations as they invest substantial resources in the training, orientation and
continuous education of employees (Saboe, Taing, Way, & Johnson, 2015). Leaders should
therefore manage their employees in an effective manner to ensure that top talent are retained
and that organisational goals are met. Leaders who put into practice employee engagement
practices observed greater levels of employee engagement (Blattner & Walter, 2015).
4

Hayati, Charkhabi and Naami (2014) investigated the dimensional influence of
transformational leadership on each dimension of engagement (i.e.,vigour, dedication and
absorption) and found that all dimensions of transformational leadership positively influenced
each dimension of engagement.

Various literature, such as the studies conducted by Bright (2018), El Badawy and Bassiouny
(2014) and Pieterse-Landman (2012) exist on the relationship of the variables under study
however; there is a current gap in the insight of these variables in a service sector context. The
service sector produces intangible goods, the focal point is on people interacting with people.
It has developed as the biggest and fastest-growing sector in the world economy, making
significant contributions to the global output as well as employment. As a major and growing
contributor to the economy, an effective services sector is essential for the growth of the
economy. Fundamentally, a significant increase in the importance of services has been
observed (Bhorat, Caetano, Jourdan, Kanbur, Rooney, Stanwix, & Woolard, 2016). Taking into
account the level of intention to quit, transformational leadership and employee engagement,
and how these constructs predict or effect each other in a service sector environment is the
central aim of the current study.

1.3. RESEARCH QUESTIONS
The research question guiding the current study is: “What is the relationship between
transformational leadership, employee engagement and intention to quit among employees at
a selected organisation in the service sector?”

The sub-questions are:
 What is the relationship between transformational leadership and employee
engagement?
 Is there a relationship between transformational leadership and intention to quit?
 What is the relationship between employee engagement and intention to quit?
 Which of the two variables, namely employee engagement or transformational
leadership has a greater impact on intention to quit?
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1.4. RESEARCH OBJECTIVES

Proceeding from the introduction and problem statement, the overall aim of the study is to
investigate the relationship between transformational leadership, employee engagement and
intention to quit. With the intention of achieving this objective, it is necessary to develop and
test an explanatory structural model that would clarify the manner in which the variables affect
intention to quit among employees in a service sector organisation. In accordance with the
purpose of the study, the following objectives have been generated:
 To develop and test a theoretical structural model explaining the way in which
transformational leadership and employee engagement affects intention to quit.
 To test the model’s goodness of fit.
 To assess the hypothesised paths in the model.
 To determine the relationship between transformational leadership and employee
engagement.
 To establish if there is a relationship between transformational leadership and intention
to quit.
 To determine the relationship between employee engagement and intention to quit.
 To determine which of the two variables, namely employee engagement or
transformational leadership has a greater impact on intention to quit.

1.5. MOTIVATION FOR THE STUDY

In many instances, it is challenging for employees and employers to sustain a positive
relationship at work when times are turbulent. Companies all around the world strive to
improve the performance of their business in the pursuit for competitiveness.
The matter of retaining talented employees has thus become essential in present-day operation
of the business. Individuals should therefore be managed in a manner that seek to produce
favourable behavioural responses that aims at building customer satisfaction and subsequent
business efficacy (Amankwaa & Anku-Tsede, 2015).
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As mentioned, literature and exploration relating to the study of the relationship between the
variables in the service sector is very limited however, it is also under-explored within a South
African context. Intention to quit has many unwelcome effects such as an increase of cost in
business processes, recruitment and selection of new employees as well as the transferring of
organisational information. The growing significance of the service sector in almost every
economy in the world has created a substantial amount of interest in service operations (Morrar,
2014). This level of growing interest makes employees in the service sector an appropriate
subject of analysis on a topic such as transformational leadership, employee engagement and
intention to quit.

When there is a decrease in productivity and employees are experiencing dissatisfaction in their
jobs, when there is a lack of employee engagement and high levels of intention to quit, it results
in significant financial losses for organisations (Battistelli, Galletta, Portoghese, &
Vandenberghe, 2013; Ng & Kelloff, 2013). Kara, Uysal, Sirgy and Lee (2013) noted that
transformational leadership was more effective in increasing employee well-being and
minimising turnover intention. Leaders contribute significantly in the retention of employees
since their leadership style plays a key role in the decision for employees to either stay or leave
their organisations (Ng’ethe, Namusonge, & Iravo, 2012). Employees resolve to remain longer
with an organisation if their leader displays a style of inspiration, motivation, take an interest
in their well-being, and provide feedback in a positive manner and shows recognition (Chitra,
2013). These attributes are in line with the transformational leadership style components
proposed by Bass (1999). Shukla and Sinha (2013) asserted that happy employees usually
refrain from leaving their jobs particularly when they share a connection with their leader in
addition to finding their work fulfilling. Empirically investigating the relationship between the
variables is essential for the organisation to detect the probable reasons for employee turnover
and to draw up appropriate talent retention programs. Similarly, insight of the variables could
help organisations in reducing employees’ turnover cost.

In the present recessive times the battle for talent is prevalent therefore organisations and
researchers are progressively interested in how to retain talent and to improve leadership and
engagement strategies to get the most out of organisational outcomes through talent. The study
could contribute to the current research in ascertaining how organisations may structure its
engagement and leadership strategies to engage and retain employees and prevent employees
from quitting.
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1.6. DEFINITION OF KEY TERMS

The following concepts have been defined in line with this research:

1.6.1 Transformational leadership
Transformational leadership is a style of leadership that is able to inspire positive outcomes in
followers (Gill, 2011) According to Ghadi, Fernando and Caputi (2013), transformational
leadership encompasses four sub-dimensions namely, idealised influence, inspirational
motivation, intellectual stimulation and empowerment. Transformational leaders typically
display high levels of passion, enthusiasm and energy (Gill, 2011). Northouse (2013) described
transformational leadership as a leadership style where the leader is able to identify the change
that is needed, guides the change by creating a vision through inspiration as well as acquire the
commitment from group members and ultimately executes the change.

1.6.2 Employee engagement
Bothma and Roodt (2012) defined employee engagement as a positive and fulfilling work
related mind set characteristic of vigour, dedication and absorption. Employee engagement is
characterised by efficacy, energy and involvement (Bezuidenhout & Cilliers, 2010).

1.6.3 Intention to quit
Intention to quit is defined as the cognitive and behavioural manifestation of employees’
commitment to the organisation (Saboe et al., 2015). Long et al. (2012) referred to intention to
quit as the deliberate and conscious desire of employees to leave their organisations
permanently in the near future.

1.7 THESIS CHAPTER OUTLINE

Chapter 2 will present a synopsis of the literature conducted pertaining to transformational
leadership, employee engagement and intention to quit as the variables under investigation in
this study. Furthermore, the study will report on results of research conducted regarding these
variables. Based on the literature framework, hypotheses will be formulated.
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Chapter 3 will outline an in depth discussion of the research methodology, as well as the
research design and procedure for data collection. The research instruments to be used will be
reported on including the aspects pertaining to reliability and validity. Chapter 3 will conclude
with the statistical techniques utilised in the investigation and analyses of the research problem.

Chapter 4 will discuss the findings obtained from the study.

Chapter 5 will highlight the results obtained. Moreover, recommendations will be made with
regard to future research taking into consideration the limitations of the current study that has
been identified. Lastly, recommendations for the organisation will be provided.

1.8. CHAPTER SUMMARY

This chapter set out to offer a contextual background for investigating the relationship between
transformational leadership, employee engagement and intention to quit with regard to the
value it could add to organisations in ascertaining where their attention should be focused on
in attempting to endure economic competitiveness through the potential of their people.
Furthermore, the chapter presented an overview and definition of the variables being
investigated including the research questions and objectives of the study.
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CHAPTER 2

LITERATURE REVIEW

2.1. INTRODUCTION

Leadership is a crucial factor in any organisation and it has frequently been referred to as a
significant factor in influencing whether an organisation will be successful or fail. Kesting,
Ulhøi, Song and Niu (2016) described leadership as a process whereby an individual motivates
and influences others to accomplish organisational goals. Munroe (2014) proposed that
leadership can be defined as the ability to affect others through inspiration and not
manipulation. Similarly, Phillips and Gully (2012) noted that leadership encompasses building
trust, coaching and motivating people. Asrar-ul-Haq and Kuchinke (2016) noted that the type
of leadership style displayed by managers to a great degree affects valued organisational
outcomes that includes customer satisfaction, reduced absenteeism, low employee turnover,
and organisational effectiveness.

The significance of a committed workforce is that it has a reduced probability of the intention
to leave the organisation. Leaders should take cognisance of the manner in which their
leadership style impact their followers as it can influence whether followers support them or
not (Saleem, 2015; Sethuraman & Suresh, 2014). Employees who lack the support of their
leaders may be likely to experience some dissatisfaction that could awaken an intention of the
individual to leave the organisation. According to Al Khajeh (2018), a leadership style that is
effective is regarded as a powerful foundation for managing development and continuous
competitive gain. Moynihan, Pandey and Wright (2012) asserted that transformational
leadership might be the most important element in explaining how leaders could influence
followers’ desired behaviour and attain optimum performance levels.
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2.2. THE CONCEPT OF TRANSFORMATIONAL LEADERSHIP

Transformational leadership is termed as a style of leadership that can change individuals
(Northouse, 2013). Schwartz, Spencer, Wilson and Wood (2011) noted that transformational
leaders are valued by an organisation because they aid to foster growth and development, while
satisfying the needs of individuals. Braun, Peus, Weisweiler and Frey (2013) defined
transformational leadership as a leadership style that brings about change in individuals as well
as the social structures thus encouraging followers to develop and grow into leaders.

Transformational leaders produce a work force that is mature, is self-motivated, team oriented
and shows commitment in respect of the vision of the organisation. This, in turn, results in an
improvement of staff satisfaction and a reduction of staff turnover. Furthermore, a
transformational leader can encourage his or her followers to surpass self-interest and instead
be committed to go the extra mile due to their strong vision (Gulati, Mayo, & Nohria, 2013).
Renjith, Renu and George (2015) asserted that a transformational leader makes clear the
mission, vision and strategies of the organisation thereby creating purposefulness amongst their
followers. The goals that are set by transformational leaders are challenging but attainable for
employees that leads to inspiring confidence and optimism. A transformational leader
highlights common values and team spirit (Grant, 2012). Doody and Doody (2012) concurred
that transformational leadership is a practice that aims at motivating followers by appealing to
moral principles and higher ideas and the leader prompts followers to behave in a manner that
sustains the common good rather than only their own wellbeing. Taking its scope of influence,
into account transformational leadership can be classified as both individual-level or branchlevel (Liao & Chuang, 2007). Individual-level transformational leadership refers to
individuals’ views of their superiors’ or managers’ leadership style. Branch-level
transformational leadership refers to the leadership of the collective work force that makes up
the work context for employees. Therefore, branch-level transformational leadership refers to
the common judgment of the style of leadership of all employees (Liao & Chuang, 2007). In a
study conducted by Su, Cheng and Wen (2019) it was found that stronger transformational
leadership considerably enhanced employees’ quality of service at the individual as well as the
branch level.

11

2.3. TRANSFORMATIONAL LEADERSHIP MODELS

Transformational leadership is referred to as an approach instead of a theory; there are various
models that may be used to establish if a person is a transformational leader. Bass and Avolio’s
(1992) Model of Transformational Leadership and Kouzes and Posner’s (2007) Model of
Transformational Leadership will be discussed.

2.3.1 Bass and Avolio’s (1992) model of transformational leadership

Bass and Avolio (1992) emphasised as early as in the 1990s the significance of developing
transformational leaders in order for organisations to be innovative and open to change.
According to Avolio (2011), transformational leadership is characterised by four dimensions,
which are: idealised influence, inspirational motivation, intellectual stimulation, and
individualised consideration.

2.3.1.1 Idealised influence

Idealised influence is the first dimension of transformational leadership and refers to the
leader’s ability to communicate clear visions that are in line with organisational goals thereby
fostering the trust as well as the respect of followers (Cheng, Bartram, Karimi, & Leggat, 2016).
Idealised attributes of transformational leadership enhance the authenticity and increase the
credibility of the leader. The leader serves as a role model to encourage high levels of respect,
ethical behaviour, pride, and trust between group members (Avolio, 2011). The viewpoint of
transformational leadership is that unless leaders practice what they preach, they will be
incapable of exerting influence on followers. The fundamental principle that idealised
influence is based on is that actions speaks louder than words. A transformational leader fulfils
the role of mentor and role model for their followers. Therefore, a transformational leader gains
the respect and trust of their followers and they endeavour to emulate the leader’s behaviour.
When followers view the leader as a role model it is unlikely that they will show resistance to
change when new decisions are undertaken (Avolio, 2011).
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2.3.1.2 Inspirational motivation

Two main components of transformational leadership are inspiration and motivation. A
transformational leader motivates followers to realise organisational goals and objectives and
simultaneously inspires them to attain their own goals. The second dimension is inspirational
motivation which take place when the leader demonstrates confidence and determination whilst
motivating followers to surpass the established performance criteria (Cheng et al., 2016).
Leaders that display inspirational motivation create purposefulness and serve as a role model
for followers in order to realise their vision. Furthermore, by using effective communication,
transformational leaders are able to set high standards and inspire followers to exploit their full
abilities to reach these standards (Avolio, 2011). Avolio (2011) also noted employees are
motivated to act as a result of the clear sense of meaning and purpose that the transformational
leader articulates with their inspiring vision.

2.3.1.3 Intellectual stimulation

The third dimension is intellectual stimulation that occurs when the leader encourages
innovation in followers and for them to seek out solutions to challenges (Cheng et al., 2016).
When faced with an unusual situation it is considered as a prospect to learn; leaders who show
intellectual stimulation encourage creativity and develop and nurture individuals who are
independent thinkers (Avolio, 2011). Thompson (2011) noted that transformational leaders
encourages critical thinking and develops problem solving thereby empowering followers
through intellectual stimulation. A transformational leader encourages employees to consider
original ideas and encourage them to be creative and use their imagination.

2.3.1.4 Individualised consideration

The fourth dimension is individualised consideration that happens when the leader shows
dedication, attention and effort in fulfilling the developmental needs of his or her followers to
make sure that they are held responsible for their own development and the development of
others (Cheng et al., 2016). Individualised consideration reflect the quality of being a leader
that demonstrates compassion. A leader act as a mentor to their followers and shows
appreciation for their innovation and creativity.
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Transformational leaders have excellent communication skills and exhibits exceptional
interpersonal skills (Renjith, Renu, & George, 2015). Transformational leaders demonstrate
sincere compassion and care toward their followers (Renjith, Renu, & George, 2015). Lan and
Chong (2015) proposed that transformational leaders encourage employees toward visionary
motivation, moral modelling, charisma and individualised consideration. Figure 2.1 is an
illustration of Bass and Avolio’s (1992) Model of Transformational Leadership.

Figure 2. 1
Bass and Avolio’s (1992) Model of Transformational Leadership

Source: Renjith, V., Renu, G., & George, A. (2015). Transformational leadership in nursing.
International Journal of Scientific Research & Management Studies, 2, 112-118.

2.3.2 Kouzes and Posner’s (2007) model of transformational leadership

James Kouzes and Barry Posner are possibly two of the most remarkable researchers of
transformational leadership. They outlined five fundamental leadership behaviours in their
model, which include modelling the way, inspiring a shared vision, challenging the process,
enabling others to act, and encouraging the heart (Kouzes & Posner, 2007). The five practices
are briefly discussed.
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2.3.2.1 Model the way
Leaders who display this practice are recognised for setting a good example that inspires others
to follow. These leaders demonstrate by example that they believe in and live by the values and
principles that they advocate (Kouzes & Posner, 2007).

2.3.2.2 Inspire a shared vision
Turning possibility into reality is what leaders can assist individuals to accomplish in this
practice. Effective leaders produce enthusiasm and interest for the shared vision from followers
by being authentic and skilfully using positive communication, symbols, metaphors, and
personal drive (Northouse, 2013).

2.3.2.3 Challenge the process
Exemplary leaders inspire individuals to attempt new things (Northouse, 2013). They are not
afraid to take calculated risks and explore how things can be accomplished better. They pursue
challenges that provide an opportunity to test their abilities and skills and seek out innovative
ways that lead to progression for the organisation (McCroskey, 2008).

2.3.2.4 Enable others to act
This practice entails supporting collaboration within the organisation and is highly prized by
leaders who meets these criteria. These leaders listen attentively to others and involve those
around them in the planning process and give them autonomy in decision-making (Northouse,
2013).

2.3.2.5 Encourage the heart
By celebrating and rewarding others for good work a leader is able to encourage the heart. In
doing so, they are able to develop a community spirit within the organisation (Northouse,
2013). Employees are motivated to better their performance when leaders encourage them by
showing them recognition for a job well done (McCroskey, 2008).
It is evident from Bass and Avolio’s and Kouzes and Posner’s transformational leadership
models that applying this type of leadership style entails behaviours that provide a common
vision that the leader is devoted to and consequently the leader empowers and motivates
individuals to achieve this vision.
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2.4. OUTCOMES OF TRANSFORMATIONAL LEADERSHIP

Transformational leadership have received substantial consideration in the literature as it holds
prospective benefits for the organisation’s performance. Research shows that transformational
leadership can have a collective impact on employee behaviour as well as commitment
resulting in the enhancements in the work environment and sharing of knowledge. Taken
together, these factors can have a positive influence on the performance of the organisation.
Grant (2012) asserted that transformational leaders inspire employees to realise extraordinary
performance by creating a striking and moving vision, providing challenging however
attainable objectives, being self-assured and positive and highlighting team work and shared
values. Avolio (2011) concurred that followers of transformational leaders display increased
commitment levels to their work as well as to the organisation. One more key finding is that
followers of transformational leaders are developed and over time they become leaders. Le and
Lei (2018) noted that by fostering an organisational culture that emphasise favourable emotions
and mutual trust, transformational leaders significantly affects employees’ performance.

Para-González, Jiménez-Jiménez and Martínez-Lorente (2018) explored the potential
mediating factors that could be present in the relationship between transformational leadership
and the performance of an organisation. The findings revealed that by implementing
transformational leadership styles it led to the improvement of performance when particular
human resource management strategies, innovation and learning are advanced in the
organisation. Transformational leadership at its core, is leadership that transcends followers to
go beyond simply meeting expectations to reach their full potential and to be extraordinary.
Moreover, transformational leadership make it possible for followers to experience a sense of
freedom to explore knowledge and new ideas (Dix, 2013). According to Dix (2013),
transformational leadership can be appropriate to cultivate a climate of learning as this type of
leaders drive a culture of learning by means of intellectual stimulation that enables the sharing
of knowledge as well as the generation of new ideas within organisations.

Breevaart and Bakker (2018) stipulated that transformational leaders are capable of inspiring
higher levels of employee engagement by producing a comfortable and trustworthy
environment in the organisation.
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From the literature it can be inferred that various aspects of transformational leadership could
facilitate learning in the workplace by facilitating the sharing of knowledge within the
organisation. The prospective positive consequences of applying transformational leadership
effectively have been highlighted in the outcomes of transformational leadership in addition
transformational leaders can be facilitators to foster a culture that meaningfully contributes to
new idea generation within the organisation.

2.5. EMPLOYEE ENGAGEMENT

2.5.1 INTRODUCTION

It is believed that employees who are engaged will highly likely share very strong connections
and relationships with their fellow colleagues and employer. These good relationships result in
positive behaviours and attitudes, which, in turn, result in high job performance and customer
satisfaction. Employee engagement has thus become a very significant area of research
(Rothmann, Jorgensen, & Marais, 2011; Sakovska, 2012). Researchers are of the view that
employee engagement is a crucial aspect in sustaining the organisation’s survival, profitability
and vitality (Albercht, Bakker, Gruman, Macey, & Saks, 2015; Breevaart, Bakker, Hetland,
Demerouti, Olsen, & Espevik, 2013; Farndale & Murrer, 2015). Meaningful and dedicated
work permits employees to recognise their value within the organisation and encourages
engagement. Organisations with highly engaged employees have higher levels of client
satisfaction, employee productivity and profits (Ahmetoglu, Harding, Akhtar, & ChamorroPremuzic, 2015; Cooper-Thomas, Paterson, Stadler, & Saks, 2014; Vandenabeele, 2014).

Similar to leadership, employee engagement is a central part of organisational success, overall
profitability, and sustainability in a competitive market (Saks & Gruman, 2014; Serrano &
Reichard, 2011). Low levels of employee engagement lead to a reduction in profitability
through deficiencies in motivation and workflow and increase the likelihood that the current
employees will quit the organisations at a future date (Bright, 2018). Jha and Kumar (2016) are
of the view that by encouraging engagement, employees will feel a personal sense of
responsibility for supporting and building unity, teamwork, and cultural equality in the work
place.
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2.5.2 DEFINING EMPLOYEE ENGAGEMENT

Employee engagement is associated with the psychological interactions of individuals that
shape their work behaviour and processes. It can therefore be argued that employee
engagement is multi-dimensional; employees that are engaged experience engagement on a
physical, cognitive and emotional level in their daily work activities (Eldor & Harpaz, 2015).
One of the challenges of defining engagement is the nonexistence of a universal definition of
employee engagement. There have been diverse definitions of employee engagement among
academics. Kahn (1990, p. 64) initially defined employee engagement as a unique and
significant motivational concept, namely “the harnessing of organisation members’ selves to
their work roles; in engagement, people express themselves physically, cognitively and
emotionally during role performances.” Rothbard (2001) elaborated on Kahn’s (1990) work
and defined employee engagement as the psychological presence experienced by employees
whilst executing their work and proposed two crucial mechanisms of engagement specifically,
attention and absorption. Attention refers to an individual’s cognitive availability and the
amount of time they spend being focused on a particular role. Absorption refers to the intensity
of the individual’s focus and the extent to which the individual is immersed in a particular role
(Rothbard, 2001). Menguc, Auh, Fisher and Haddad (2013) expressed that the key focus of
employee engagement is the alliance of the employee with the goals of the organisation and to
go above and beyond what is expected of them. Anitha (2014) proposed that employee
engagement reveals two crucial components: (a) enthusiasm to add to the success of the
organisation and (b) an energised and positive employee who is experiencing a motivational
state of mind. Karanges, Johnston, Beatson, and Lings (2015) defined engagement as the extent
to which employees are willingly committed on an emotional and rational level within the
organisation and how long they are disposed to stay with the organisation as a result of that
commitment, as well as how devoted they are to work commitments.
Shuck and Wollard (2010, p. 103) referred to employee engagement as “an individual
employee’s cognitive, emotional, and behavioural state directed toward desired organisational
outcomes.” From another point of view, Bakker (2011) defined engagement as a highly positive
awakened emotional state that included two components: involvement, and energy. Soane,
Truss, Alfes, Shantz, Rees and Gatenbytt (2012) proposed a model of employee engagement
that has three conditions: a work-role focus, activation and positive affect. The first requirement
for engagement is a distinct, individual-level work role that offers a focal point for engagement.
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The second requirement for engagement entails an active state linked to increased levels of
cognitive effort and activity. Lastly, affective engagement is described as the degree to which
individuals experience a state of positive affect associated with their role at work (Soane et al.,
2011). The definitions of employee engagement comprise of behavioural, emotional and
mental, elements or factors (Sakovska, 2012).

2.6. MODELS OF EMPLOYEE ENGAGEMENT

Various employee engagement models have been proposed where each emphasise different
aspects, but cannot be incorporated into one general all-encompassing conceptual model. In
the section that follows, two models are discussed namely, the Job Demands-Resources Model
and the Affective Shift Model.

2.6.1 The Job Demands–Resources Model

Job resources have been recognised as the key drivers of employee engagement and result in
improved well-being and positive organisational pay-offs. This pattern forms the foundation of
a model of occupational well-being, identified as the Job Demands-Resources Model (Bakker
& Demerouti, 2014). One important reason why the Job Demands-Resources Model is popular
is because it is flexible. Schaufeli and Taris (2014) noted that the Job Demands-Resources
Model is a flexible model of job stress and well-being that promotes personal growth, learning,
and development. Therefore, the theory is applicable to various work environments. A
proposition of the model is that all job features can be modelled by making use of two different
classifications which is job demands and job resources. Based on the Job Demands-Resources
Model, high-levels of job-related and personal resources can decrease undesirable outcomes
caused by job demands (Sun & Bunchapattanasakda, 2019). Personal resources refer to selfesteem, optimism, positive coping style, self-efficacy, and so forth. These resources can assist
employees influence and control the environment they work in (Bakker & Demerouti, 2018).
Bakker and Demerouti (2018) noted that personal resources have a direct positive effect on
employee engagement. Various research has supported the dual paths to employee well-being
suggested by the Job Demands-Resources Model and have indicated that the model can predict
essential organisational outcomes such as intention to quit and organisational commitment
(Bakker & Demerouti, 2014).
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Bakker (2011) stated that job resources are the most significant predictors of motivation, work
satisfaction, and employee engagement. Basic psychological needs which include the need for
competence, relatedness and autonomy are fulfilled through job resources (Nahrgang,
Morgeson, & Hofmann, 2011). Supervisory and social support, opportunities for development
and growth, and autonomy are examples of job resources that assist individuals to deal with
job demands. Therefore, individuals who have many job resources available are able to manage
their everyday job demands better compared to employees who do not have many job resources
at their disposal. Job demands refer to aspects that require energy to deal with, for instance role
ambiguity, heavy workload and work pressure (Bakker, 2015). Job demands have the potential
to become stressors when employees do not sufficiently recuperate from the exertions that job
demands involve (Demerouti & Bakker, 2011). Figure 2.2 illustrates the Job DemandsResources Model of employee engagement.

Figure 2. 2

The Job Demands-Resources Model

Source: Bakker, A. B., & Leiter, M. P. (2010). Work engagement: A handbook of essential
theory and research. New York: Psychology Press.
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2.6.2 The Affective Shift Model

The model undertakes that employee engagement transpires from the dynamic interchange of
positive and negative affects (Bledow, Schmitt, Frese, & Kühnel, 2011).

The main premise of the Affective Shift Model is that employee engagement will only come
into effect when an individual experienced a shift from a negative affect to a positive affect
(Bledow et al., 2011). Sonnentag, Dormann and Demerouti (2010) noted that employee
engagement fluctuates by increasing and decreasing over time as an individual pass through
their work day, moving from one task to the other and experiencing various types of events
throughout the day. The Affective Shift Model offers an explanation for this dynamic nature
of employee engagement (Bledow et al., 2011). The model is based on the premise that positive
and negative affects both have essential functions for employee engagement. Motivating
potential is derived from negative affect, signifying that things are not good and therefore
action need to be taken. Following the effort exerted releases motivating potential of negative
affect and consequently a shift in the direction of a positive affective state takes place.
Employee engagement is expected to occur when this up-regulation of positive affect is
accompanied by a coinciding down regulation of negative affect (Schaufeli, 2013).

In a study conducted by Mukhalipi (2018) it was found that the Affective Shift Model was
useful to facilitate understanding in the relationship between employee discipline and employee
engagement. With reference to the Affective Shift Model, individuals who are disengaged and
unhappy at work and who demonstrate negative behaviour, can benefit by shifting their
behaviour from negative to positive affect. This shift was achieved through following
corrective disciplinary action that focus on communicating rules and consequences to nonadherence intended to be applied in a consistent and fair manner leading to engaged employees.
On the contrary, punitive disciplinary action that focused on punishment and instilling fear
produced employees that were more disengaged (Mukhalipi, 2018). Figure 2.3 is a diagram of
the Affective Shift Model of Employee Engagement.
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Figure 2. 3

The Affective Shift Model of Employee Engagement

Source: Bledow, R., Schmitt, A., Frese, M., & Kühnel, J. (2011). The Affective Shift Model of
Employee Engagement. Journal of Applied Psychology, 96(6), 1246-1257.

2.7. DIMENSIONS OF EMPLOYEE ENGAGEMENT

Bothma and Roodt (2012) referred to employee engagement as a fulfilling state of mind at
work and focussed on three specific characteristics. The characteristics are vigour, dedication
and absorption.

2.7.1 Vigour
Vigour is associated with high levels of determination, mental resilience, energy and applying
constant effort in one’s work (Rayton & Yalabik, 2014). Vigour is an aspect of employee
engagement that involves mental resilience and high energy levels while performing one’s
work duties (Schaufeli, 2013). Shekari (2015) concurred that vigour involves perseverance and
mental resilience even in the face of obstacles. Vigour is the true description of a proactive and
engaged individual; it makes reference to a person who has the willingness as well as the
physical energy to do more than what is expected of them. Individuals who have vigour
displays interest in work activities and feel a sense of well-being that triggers positive affect
and are eager to use that energy to go the extra mile.
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2.7.2 Dedication
Dedication refers to showing enthusiasm, being inspired and greatly involved in one’s work
(Rayton & Yalabik, 2014). Shekari (2015) noted that dedicated employees derive meaning and
a sense of pride from their job. Dedication is the commitment dimension of employee
engagement. Individuals are willing to do more as they are enthusiastic about the organisation
and their ability to contribute towards the team and larger goal. Employees who feel
appreciated are dedicated, because they are given opportunities to add value to the organisation.
Employees find their work meaningful resulting in them wanting to go beyond the ordinary
level of effort.

2.7.3 Absorption

Hayati, Charkhabi and Naami (2014) defined absorption as being happily engrossed and
completely concentrated in one’s work leading to the quick passing of time. When an individual
is engrossed in their work they are experiencing engagement in their work. Absorption
introduces a new form of concentration to the work task, driven by self-motivation and intrinsic
interest in performing the task. The objective is to complete the work in the best possible
manner as appose to getting the job done as quickly as possible. Bledow et al. (2011) noted
that absorption refers to concentrating whilst doing a task and feeling a sense of congruence as
time pass by quickly. It is a practice that is characterised by applying one’s full concentration
at work and being immersed in work tasks.

2.8. OUTCOMES OF EMPLOYEE ENGAGEMENT

According to Bakker, Albrecht and Leiter (2011), engagement has been associated with
favourable outcomes on the individual and organisational level. An advantages of employee
engagement is a link to performance, and research has revealed that the relationship is positive
(Albrecht 2010; Rich, Lepine, & Crawford, 2010; Robertson, Birch, & Cooper, 2012). The
potential outcomes of engagement relate to positive work-related attitudes, health and wellness,
extra-role behaviour, and performance levels (Halbesleben, 2010).
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In comparison to employees who feel disengaged, employees who feel engaged are likely to
experience a stronger sense of commitment to the organisation, have less absence from work
and their intention is to stay with the organisation. (Shuck & Wollard, 2010). Furthermore,
engaged individuals express positive emotions, and maintain good mental and physical health
in comparison to workaholics. It is important however, to distinguish between an engaged
individual and an individual who is addicted to work (Bakker & Leiter, 2010). Workaholics
are regarded as excessive workers and invest immense amounts of time in the performance of
their duties. When they realise how much work still needs to be completed, workaholics have
trouble disengaging from work. In contrast, engaged employees are happily involved in their
work (Bakker & Leiter, 2010). Herbert (2011) noted contrary to workaholics, engaged workers
do not have the characteristic compulsive drive often exhibited by workaholics. In other words,
engaged employees are able to apply themselves and accordingly know when to disengage
from work.

Furthermore, engaged employees display a strong desire to learn and innovate. This proposes
that engaged employees seem more capable and prepared to exert added effort than what is
expected (Schaufeli, 2012). Individuals who are engaged carry out their work tasks better
(Rich et al., 2010). For example, Halbesleben (2010) reported that engaged employees are
perceived by their customers as providing superior service quality; they also account for fewer
errors, have fewer occupational injuries or accidents; demonstrate more innovation and achieve
better ratings by their managers with regard to efficiency and work performance compared to
their less engaged co-workers. Mukhalipi (2018) put forth that engaged employees execute
their job with passion and has a deep connection to their organisation, these employees
contribute towards the progression of the organisation and drive innovation. Schaufeli (2013)
stated that at the business unit and organisational level, productivity and financial proceeds
demonstrate the level of employee engagement. This imply that engaged employees may
certainly provide competitive advantage in the market place.

2.9. BUILDING EMPLOYEE ENGAGEMENT

Organisations can enhance employee engagement by means of specific human resource
practices (Schaufeli & Salanova, 2010). For example, an increase in employee engagement can
be achieved through the use of job resources and better job design.
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Similarly, changing and rotating jobs might enhance levels of engagement as it leads to an
increase in motivation, encourages learning and development and challenges employees
(Schaufeli, 2012). Bakker and Van Hynes (2012) suggested a strong bond and building a
relationship between employees and leaders to facilitate processes that anticipate the needs and
expectations of employees, for instance development of team skills, awareness of corporate
culture, communication and incentives. Effective, open communication approaches are
acknowledged as playing a vital role in the enhancement of positive employee engagement
(Bakker, 2011). Organisational leaders that offer their full support to employees, encourage
constant learning, and are open in their policymaking, have a greater influence on increasing
levels of employee engagement (Morgeson, Aquinis, Waldman, & Siegel, 2013). In addition,
management should instead of focusing on weaknesses rather draw on the strengths of
employees. Training plans in organisations where the goal is to increase employee engagement
should emphasise building efficacy beliefs. When employees possess self-confidence in their
capability to do a task in other words high self-efficacy it results in an increase in engagement
and performance which leads to an increase in efficacy beliefs (Salanova, Schaufeli,
Xanthopoulou, & Bakker, 2010).

Fairlie (2011) asserted that effective learning and

development interventions can be advantageous to both managers and employees, stating that
engagement levels can be actively and passively enhanced through the development of talent.

Job crafting refers to employees actively shaping their jobs through changing the work
environment, selecting particular jobs and negotiating different job contents (Bakker, 2011).
Engaged employees it seems would be inclined to use job crafting as a means to improve their
work. The outcome is that their person-job fit is improved and they find their jobs more
meaningful which further builds their employee engagement (Bakker, 2011). Oswick (2015)
suggested that instead of assuming that employee engagement is something that can be directly
managed, it is advisable to think of it as something that can be encouraged and enabled. In
other words, although engagement is an intrinsic factor it can be influenced and shaped by
extrinsic factors such as the behaviour of line managers and human resource development
interventions. Mukhalipi (2018) noted that organisations should focus their attention on
disengaged employees as they have a significant influence on their employer and fellow
colleagues. It is crucial then that human resource practices are shaped to enable employees to
find purpose and meaning in the work they perform (Albercht et al., 2015).
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2.10. INTENTION TO QUIT

2.10.1 INTRODUCTION
Authors and researchers refer to various terms when describing quitting, for instance turnover,
exit, attrition, succession, migration, and so forth. Robyn and Du Preez (2013) proposed that
the core purpose for exploring employees’ intention to quit in organisations is to aid human
resources to adopt a pro-active stance regarding retention policies of organisations and to strive
to reduce turnover intention. Similarly, Du Plooy and Roodt (2010) are of the view that an indepth understanding of the reasons why employees intend to quit could assist the organisation
to more effectively manage strategies of employee turnover. Several research studies
(Abubakar, Chauhan, & Kura 2014; DeConinck 2010) have been conducted to comprehend the
intricacy of turnover and why it occurs in organisations.

However, the aspect remains a predominant topic in present-day management literature
(Engelbrecht & Samuel 2019; Nadiri & Tanova 2010). A primary shift in the direction in
research is however, shifting focus from actual turnover to intention to quit among employees.
Intention to quit or turnover intention commonly makes reference to an individual’s intention
to quit the current employment in favour of other employment in the near future (Nadiri &
Tanova, 2010). It reflects a deliberate thought process whereby the individual appraises the
current work conditions in order to decide whether they continue to be a member of the
organisation (Engelbrecht & Samuel, 2019).

2.10.2 DEFINING INTENTION TO QUIT

Bothma and Roodt (2012) defined intention to quit as a type of behaviour where the individual
display withdrawal which is related to the under-identification with work. Tuzun and Kalemci
(2012) stated that intention to quit can predict actual turnover, thus making it crucial that
organisations consider and understand the reasons why employee’s intent to quit and find ways
to minimise and control it. From a person–organisation fit perspective, intention to quit occurs
because of a mismatch between the person and the organisation and results in job
dissatisfaction.
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When the organisation is not able to provide what the employee needs, or when the employee
is not able to provide what the organisation needs it leads to inequality in the person organisation relationship (Jacobs & Roodt, 2011). The decision may be initiated due to job
dissatisfaction because of uninteresting work, feeling unappreciated, not being able to take time
off, incompetent supervision or low remuneration (Smit, Stanz, & Bussin, 2015). Retaining
valued employees is essential because the decision of employees to either leave or stay could
result in high costs being incurred by the organisation (Van Rooyen, Du Toit, Botha, &
Rothmann, 2010).

2.10.3. TYPES OF EMPLOYEE TURNOVER

2.10.3.1 Involuntary and voluntary turnover

The main distinction between the two types of turnover lies in who initiated the process. When
the organisation terminates the employment of the individual or when the employee leaves
their position within the organisation unwillingly it results in involuntary turnover (Hausknecht
& Trevor, 2011). The dissolution of the work contract could occur for various reasons such as
the employee being involved in theft, a lack of performance or restructuring within the
organisation leading to early retirement. All terminations of employment that are not officially
initiated by the employer is regarded as voluntary turnover (Dwesini, 2019).

Voluntary turnover can mean competent and skilful workers quit the organisation for
employment somewhere else (Singh, Singh, & Singh, 2014). For example, when the employee
decides to exit the organisation wilfully for a more appealing employment offer at another
company. Kashyap and Rangnekar (2014) concur that employees’ overall decision to leave
their current employment results in them looking for alternative employment or accepting an
offer at another business. Voluntary turnover is viewed as a challenge for management that
warrants attention. It is noted that it is often the employees with the most talent that leave
because they find it less difficult to secure alternative employment. Intention to quit is expected
to result in voluntary turnover as the decision to leave originates from the individual employee,
in contrast to the decision for termination being introduced by the employer (Allen, Bryant, &
Vardaman, 2010).
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The reason for voluntary turnover could also be as a result of the employee being disgruntled
or as a result of poor practices within the organisation for instance not treating all employees
fairly (Dwesini, 2019). Moreover, it is debated that the true motives for turnover may be
misconstrued – future references would most likely be required from individuals who left
employment and therefore it is unlikely that employees would disclose truthfully what the real
reasons are for them quitting (Dwesini, 2019).

Voluntary turnover can either be classified as functional or dysfunctional turnover. Functional
turnover arises when the employee’s leaving is regarded as favourable to the organisation while
dysfunctional turnover occurs when the employer regards the employee leaving as detrimental
to the organisation and is interested in preventing this from happening. Dysfunctional turnover
typically affects workers whom the organisation prefer to retain as it is challenging to replace
them (Dwesini, 2019). Asimah (2018) noted high performing employees leave, whereas the
poorest performing employees stay and demonstrate other types of withdrawal behaviour.
Dysfunctional turnover can be avoidable or unavoidable. Unavoidable turnover arises as a
consequence of life decisions that is not in the employee’s control such as relocating to a
different area due to a spouse transferring jobs however, avoidable turnover may be resolved
through the implementation of effective human resource strategies by management. (Griffeth
& Horn, 2001). In addition, it is imperative to determine if it is possible that the type of
voluntary turnover that the organisation is experiencing is preventable. This will enable the
organisation to implement and decide on the appropriate retention strategies. Figure 2.4 is an
illustration of Griffeth and Horn’s (2001) definition of undesirable turnover.
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Figure 2. 4
Griffeth and Horn’s (2001) Definition of Undesirable Turnover

Source: Griffeth, R.W., & Horn, P. (2001). Retaining valued employees. Thousand Oaks: Sage
Publications.

2.10.4 MODELS OF THE TURNOVER PROCESS
Researchers have put forward different models to explain turnover. Mobley’s (1997)
Intermediate Linkage Model and Lee and Mitchell’s (1994) Unfolding Model of Voluntary
Turnover will be discussed.

2.10.4.1 Mobley’s (1997) intermediate linkage model

The earliest model of turnover that was developed and dominated in the area for a prolonged
period was Mobley’s (1977) Intermediate Linkage Model. According to Mobley (1977), the
decision the employee makes to leave their job happens in several stages. Essentially, there are
four main determining factors that underlie the decision to quit. The determinants are the job
satisfaction level, the likelihood of alternative roles outside the organisation, the likelihood of
alternative roles within the organisation and roles and values not related to work. These are
consequently effected by various individual, organisational and environmental factors (Singh
& Sharma, 2015).
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Mobley’s Model (1977) initially propose that when the employee contemplates quitting their
job they will first evaluate their job. As seen in Figure 2.5, job dissatisfaction leads to
considerations of quitting, considerations about the potential expenses related to quitting (for
example cost related to health benefits, or a housing allowance), and the expected utility of
seeking a new job (for example, the likelihood of securing an alternative job in a similar
remuneration bracket). Provided the cost associated with quitting is reasonable and a high
possibility exists of getting a similar employment, the person will contemplate and evaluate
options and draw comparisons to the current job. Should the alternatives be considered as
favourable the person will make a final decision to quit the existing job (Mobley, 1977).
Mobley’s (1977) Intermediate Linkages Model was the first model to discuss and explain the
processes by which dissatisfied employees quit their jobs. It highlighted different variables that
come into play between the first encounter of job satisfaction and deciding to either stay or quit
the organisation (Singh & Sharma, 2015). The model therefore contributed greatly in
describing the psychological processes concerning job dissatisfaction and turnover.
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Figure 2. 5
Mobley’s (1977) Intermediate Linkages Model

Source: Mobley, W. H. (1977). Intermediate linkages in the relationship between job
satisfaction and employee turnover. Journal of Applied Psychology, 62(2), 237-240.

2.10.4.2. Lee and Mitchell’s (1994) unfolding model of voluntary turnover

A model that aim to clarify the intricacies of turnover and reasons for intention to quit is the
Unfolding Model of Voluntary Turnover. Greenberg (2011) noted that the model describes the
cognitive processes that occurs when individuals decide to stay or leave their organisations.
Lee and Mitchell (1994) developed the Unfolding Model and reasoned that situations arise that
give individuals reasons to evaluate their jobs and this does not simply happen randomly.
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The Unfolding Model refer to these situations as shocks and defines them as an occurrence that
leaves the individual no choice but to assess their job (Lee & Mitchell, 1994). Shocks may be
perceived as only negative events for example job loss due to changes in the organisation
however, it may be positive events also for example being promoted. Shock to the system are
often linked to an event that draws the individual’s attention and leads to them thinking about
their job, such as a change in organisational structure due to a merger. According to the model
another key factor that influences an employee’s decision the quit the organisation are decision
frames. Decision frames are associated with set images and rules linked to the interpretation of
situations, for instance the beliefs of the employee might lead to them displaying an obvious
response to an event that is based on past experiences (Greenberg, 2011).

This model describes five distinctive paths employees may encounter where the outcome is
them leaving their present job. The first path (path 1) originates from a shock and a scripted
plan of action for leaving is already taken into consideration (Lee, Gerhart, Weller, & Trevor,
2008). For instance, a female employee who falls pregnant decide to leave simply because it
was part of her plan to do so. This path does not involve any job search and does not originate
due to job dissatisfaction. The second path (path 2) consist of a shock as well however, no plan
of action is taken into consideration (Lee et al., 2008). For instance, when an employee does
not receive a promotion that was promised and decide to leave without seeking another job. In
these circumstances impulsivity is associated with the reasons why the employee quits (Allen,
Bryant, & Vandaman, 2010). High levels of dissatisfaction may be experienced as these shocks
are frequently undesirable. The third path (path 3) is also initiated by a shock, it however differs
when compared to the second path as the individual considers alternatives and then decide to
leave (for example, a change in career). These employees often do not experience job
dissatisfaction but decide to leave due to more attractive alternatives (Lee et al., 2008). The last
two paths do not involve a shock, however, job dissatisfaction for various reasons that
increased over a period triggers the decision to leave (Lee et al., 2008). Some individuals who
are dissatisfied leave their employment without looking for an alternate job option (path 4a)
however, other individuals who are dissatisfied actively search for another job and only leave
once they found an alternative (path 4b) (Mitchell, Holtom, Lee, & Graske, 2001). Allen,
Bryant and Vandaman (2010) proposed that several paths regarding turnover decisions exist
and that an individual may leave their organisation for various reasons. Khan (2013) explained
that the intention is the most direct determining factor of actual behaviour, in other words when
someone has the intention to leave then it is likely he or she will do so.
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2.11. CONSEQUENCES OF INTENTION TO QUIT

When employees withdraw from the organisation it could impact very negatively on
organisational outcomes and processes, especially when the withdrawal is of their own accord.
If the organisation have invested significantly through the upskilling, training and advancement
of employees the return on investment is lost when those individuals decide to leave the
organisation. (Mello, 2011). According to Huning and Thomson (2011), each year businesses
spend substantial capital to replace individuals who left their organisations on a voluntarily
basis. These replacement costs can be as much as double the yearly income of the employee
who left (Yurchisin, Park, & O'Brien, 2010).
Dwesini (2019) also asserted that high turnover levels influences employees’ attitudes
negatively, result in valued employees leaving the organisation and at the same time lowers
productivity. Employee turnover have multi-dimensional consequences for organisations and
entails loss of skilful employees who are valued and often times possess irreplaceable
accumulated organisational knowledge (Park & Shaw, 2013). Tirelli and Goh (2015) noted
organisations experience the great cost of hiring and training new workers, low morale as well
as social and psychological disruption among the staff that remain. According to Nyberg and
Ployhart (2013), high turnover levels could therefore potentially result in undesirable
consequences such as low productivity, diminished customer satisfaction and eventually
negative outcomes on the organisation’s cost-effectiveness and profitability. When a large
number of employees collectively leave the organisation, many human capital assets are
exhausted (Nyberg & Ployhart, 2013; Park & Shaw, 2013).

2.12. STRATEGIES FOR REDUCING INTENTION TO QUIT

For an organisation to put in effect suitable retention methods it is important to first and
foremost ascertain the causes of high turnover rates. Ping, Bahaudin, Mujtaba and Whetten
(2012) noted that the success of the organisation’s retention policy is dependent on awareness
of which retention strategies are necessary. The viewpoint is that it would be very challenging
to develop retention strategies that are effective if human resource practitioners do not
recognise the right reasons for labour turnover.
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The starting point to increase retention of employees is appointing the best applicants for the
position. To assist with the problem of turnover, Kulik, Treuren and Bordi (2012)
recommended that employees be recruited whose skills are a close match to the type of tasks
that they will be performing in their job. Fernandez and Worasuwan (2017) noted that
appointing knowledgeable applicants for the job is essential for the organisation. Kulik et al.
(2012) suggested that monetary and non-monetary incentives be offered to help retain more
employees. A study by Ezeuduji and Mbane (2017) found that the reason for high employee
turnover was associated with several factors that include: compensation being viewed as unfair
by employees in comparison to the work they perform, extended working hours, lack of
opportunities for growth, inadequate labour relations and insufficient employee engagement.

Furthermore, organisations should use mentors and teams to implement long-term projects to
create better relationships in the workplace (Ezeuduji & Mbane, 2017). Nel, Werner, Botha,
Du Plessis, Mey, Ngalo, Poisat and Van Hoek (2014) asserted that what makes successful
organisations unique compared to others is their concern and treatment of employees and the
ability to successfully release human potential within the organisation. Based on a study by
Davies (2018), it was emphasised that a strategy for increasing employee retention was a focus
on a healthy positive, organisational culture.

Human resources are the prime asset in an organisation therefore being aware of the reasons
why employees intend to quit is imperative (Pandita & Ray, 2018). Nel et al. (2014) noted that
talent, knowledge and expertise of the workforce is possibly the most important driving force
behind competitive gain in all organisations. Business leaders and academics in human
resource management recognise that the most valued resource are people (Dwesini, 2019).
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2.13.

RELATIONSHIPS

BETWEEN

TRANSFORMATIONAL

LEADERSHIP,

EMPLOYEE ENGAGEMENT AND INTENTION TO QUIT

Researchers have vested interest in employee engagement, transformational leadership and
intention to quit and have bring forth findings for several relationships between the variables.
Numerous studies found a negative relationship between transformational leadership and
intention to quit. Amankwaa and Anku-Tsede (2015) in their study explored the relationship
between transformational leadership and intention to quit among bank employees in Ghana.
The findings revealed that transformational leadership reduced employees’ intention to quit
and the availability of alternative job opportunities does not moderate the relationship between
transformational leadership and intention to quit. Similarly, Sun and Wang (2017) used
structural equation modeling to also investigate how transformational leadership impacted on
intention to quit. The results of their study in public organisations indicated that
transformational leadership significantly reduced employees’ intention to quit and indirectly
encouraged collaborative culture. According to El Badawy and Bassiouny (2014), the findings
in the study they conducted showed that transformational leadership was significantly and
negatively related to intention to quit.

Other research has analysed the relationship between transformational leadership and
employee engagement. Various researchers have found that transformational leadership
significantly predicted employee engagement (Bezuidenhout & Schultz, 2013; PieterseLandman, 2012; Woodcock, 2012). Tims, Bakker and Xanthopoulou (2011) revealed in their
study that employees displayed higher levels of employee engagement when transformational
leadership was rooted in optimism. Furthermore, transformational leadership decreased the
intention to quit when employee engagement was instilled in employees’ responsibilities and
innovative behaviours (Aryee, Walumbwa, Zhou, & Hartnell, 2012).

Several research studies have revealed when employee engagement was high, intention to quit
decreased (Bhatnagar, 2012; Brunetto, Teo, Shacklock, & Farr-Wharton, 2012; PieterseLandman, 2012). In the research carried out by Høigaard, Giske, and Sundsli (2012), it was
found that a negative relationship existed between efficacy, employee engagement and
intention to quit. In addition, Agarwal, Datta, Blake-Beard, and Bhargava (2012) revealed that
the relationship between employee engagement and innovative work behaviour was positive
and the relationship between employee engagement and intention to quit was negative.
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Employee engagement was found to be significantly and negatively related to intention to quit,
whereas alienation and burnout deepened employee’s intention to quit in research conducted
by Du Plooy and Roodt (2010).

Numerous studies found several mediating factors in the relationship between transformational
leadership and intention to quit. Gyensare, Kumedzro, Sanda and Boso (2017) in their study
that comprised of a sample of 336 participants in a large organisation within the public sector
in Ghana, revealed that affective commitment and employee engagement had a mediating
effect on the relationship between transformational leadership and intention to quit.
Furthermore, Khan’s (2015) study yielded findings that showed that job performance and trust
mediated the relationship of transformational leadership and intention to quit. Findings by
Wang and Hu (2017) in their study on high-level university football teams in China, where
they found that coach-athlete relationship mediated the relation between transformational
leadership and intention to quit. On the other hand, Caillier’s (2016) study revealed that mission
valence partially mediated the relationship between transformational leadership and intention
to quit.

Research also found that employee engagement mediated the relationship between
transformational leadership and intention to quit (Pieterse-Landman, 2012). El Badawy and
Bassiouny (2014) conducted a non-experimental quantitative research study and collected data
from 500 employees in Vodafone, Egypt. The results revealed a mediating effect on employee
engagement in the relationship between transformational leadership and intention to quit.

2.14. RESEARCH HYPOTHESES

Based on the theoretical framework presented above, the overarching goal of this research
study is to investigate the relationship between transformational leadership, employee
engagement and intention to quit among employees at a selected organisation. The foregoing
discussion of the relationships among the variables used in the study resulted in the postulation
of the hypotheses guiding the study. The specific research hypotheses are:
 There is a relationship between transformational leadership and employee engagement.
 There is a relationship between transformational leadership and intention to quit.
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 There is a relationship between employee engagement and intention to quit.
 Either transformational leadership or employee engagement has a greater impact on intention
to quit.

2.15. CONCEPTUAL MODEL

Figure 2.6 displays a conceptual model that was developed after taking the extensive literature
review into account designed to demonstrate the specific hypothesised causal relationships
between transformational leadership, employee engagement and intention to quit.

Figure 2. 6

Conceptual model

2.16. CONCLUSION

From the literature review it can be inferred that organisations could minimise intention to quit
of employees by producing conditions that result in an effective engaged workforce and
through transformational leadership. Understanding the strategic value of human capital and
the costs linked to the loss of valued employees, organisations must place greater importance
on labour turnover matters. The research methodology embarked on in the research study will
be discussed in the following chapter.
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CHAPTER 3

RESEARCH METHODOLOGY

3.1. INTRODUCTION

The research methodology and framework employed in the investigation of the relationship
between transformational leadership, employee engagement and intention to quit will be
presented in this chapter. An outline of the research design, sampling method, measuring
instruments and their psychometric properties, procedure for data gathering, statistical methods
and the ethical considerations underlying the research study will be provided.

3.2. RESEARCH DESIGN

The research design guides the data collection and analysis of the research study and aims to
answer the research problem and question (Vogt, Gardner, & Haeffele, 2012). Creswell (2014)
postulated that the research design encourages researchers to explore the theoretical
perspectives and knowledge claims that are underpinning the research. The researcher must
reflect on the strategies they plan to incorporate in their study which will consequently inform
the research methodology and the procedure for data gathering and analysis (Vogt et al., 2012).
The three distinctive approaches to research design that guides research studies are known as
quantitative, qualitative and mixed methods (Sekaran, 2010).

Quantitative research originates from the paradigm of positivism. Positivism depends on
quantifiable observations that are suitable for statistical analysis (Collins, 2010). Quantitative
research subsequently produces numerical data for usage in statistical analysis processes
(Larson-Hall & Plonsky, 2015). Furthermore, Larson-Hall and Plonsky (2015) asserted that
quantitative research methods are designed to test objective theories through the use of
instruments to measure and explore variable-specific interactions. Bryman (2012) noted that a
benefit of adopting a quantitative research approach is making use of statistical data as a means
to save resources and time. Figures and numbers are regarded as important in the data collection
and analysis.

38

Additionally, by using statistical data for the research descriptions and analysis reduces the
effort and time the researcher would have spent in describing the research results (Bryman,
2012). Furthermore, quantitative research methods focus on hypotheses testing and the
researcher would therefore follow clear guidelines and objectives, this makes replicability
another advantage of a quantitative research approach. (Lichtman, 2013). The researcher’s role
is limited during data gathering and interpretation in quantitative research, this is seen as an
advantage as the issue of researcher bias during data gathering or analysis is minimised
(Collins, 2010). However, this can also be seen as a disadvantage. This type of researcherparticipant relationship makes it particularly challenging to obtain an in-depth understanding
of the phenomena in its natural setting (Johnson & Christensen, 2012). Quantitative research
methods refer to data that are collected through the use of predetermined instruments for
example, surveys and questionnaires this also includes data acquired through, for instance,
experiments (Kabir, 2016).
Qualitative research, on the other hand, places emphasis on exploring and understanding “the
meaning individuals or groups ascribe to a social or human problem” (Creswell, 2014, p. 4).
Qualitative studies are based on the phenomenological or interpretivistic paradigm, in this
paradigm subjective experiences form a big part of understanding human behaviour (Khan,
2014). Qualitative research does not focus on numerical representation, but is rather concerned
with providing a deep insight into a given issue. The goal of the qualitative methodology is to
yield descriptive and in-depth data to facilitate understanding of the numerous dimensions of
the problem under analysis (Queirós, Faria & Almeida, 2017). Examples of qualitative
research include semi- or unstructured interviews, case studies, focus groups, and observations.
An advantage of qualitative research is the level of depth that it permits when studying
behaviour in its natural environment. Its limitations however, includes limited generalisability
as small sample sizes are normally used. It can also be very time consuming as the researcher
is expected to go into the natural environment and it is highly interpretive (Creswell, 2014).

The mixed method approach stems from the realist paradigm, which involves incorporating
both quantitative and qualitative methods (Creswell, 2003). Realism relies on a view in which
reality is material however, context influences how it is interpreted (Eriksson & Kovalainen
2016). Creswell and Plano Clark (2011) noted that the mixed method approach allows for a
deeper level of understanding to be developed as opposed to a single approach being adopted
for particular research studies.
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Creswell (2014) argued that the mixed method approach includes a combination of stories and
statistics to study social and human issues. The premise is that by combining both quantitative
and qualitative methodology in the same study offers a greater understanding of the
phenomenon under study than using a single method on its own. However, the disadvantage of
the mixed method approach is that it entails more effort and time than either the quantitative
or qualitative approaches.

The current study has employed a quantitative research design through the use of
questionnaires as it aims to test the research hypotheses.

3.3. POPULATION AND SAMPLE

For the purpose of this study it was deemed appropriate to collect data by using a nonprobability design by means of convenience sampling. The reason for using this design of
sampling was because it was convenient and cost effective (Salkind, 2010). Convenience
sampling entails the utilisation of available participants (Babbie & Mouton, 2001). The reason
for using the particular sampling method was on account of the researcher having easy access
to the participants. Babbie and Mouton (2001) noted that the main drawback of this method is
that the researcher does not have an idea how representative the sample data collected is in
terms of the overall population. The findings of surveys that use this technique may therefore
not be generalisable.

A population refers to the entire group of people, events or things of interest to the researcher
(Sekaran, 2003). For this study, the population was made up of employees working in the
service sector. As a result of the large population, it was impractical to gather data from all the
departments within the organisation for the current study. Hence, the sample of this study
comprised of only employees from a specific division within the organisation.

According to Sekaran (2003), a sample is a subset of the population which consist of some
members selected from the population. The employees were all encouraged to participate the
study. A total of 296 employees received an invitation to participate in the research study.
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Two hundred and thirty-eight questionnaires were returned however, only 206 (N = 206) were
fully completed. This yielded a 70% response rate. Sekaran (2010) asserted that a response rate
of 30% is deemed satisfactory for the purpose of most research.

The sample comprised of 150 female (72.8%) and 56 male employees (27.2%). The majority
(44.7%) fell in the 41-50 age range with 31-40 years old accounting for the second most
representative age category (39.3%). The majority of participants were married (41.7%) and
never married (37.4%). With reference to years in the organisation, most of the participants
(85.4 %) had been with the organisation for 10 years or more. The racial background
distribution in the sample was Coloured (61.74%), Black (27.2%), White (6.8%), Indian
(3.9%), and other (0.5 %). In terms of qualifications, the greatest number of the participants
(49.5%) had a Grade 12 qualification and equivalent, followed by 35 %, who held a post school
certificate or diploma. The profile of the participants is displayed in Table 3.1.
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Table 3. 1

Sample Profile
Variable

Value

Frequency

Percentage

Gender
Male
Female

56
150

27.2
72.8

18-30
31-40
41-50
51 years and above

6
81
92
27

2.9
39.3
44.7
13.1

Married
Divorced
Widowed
Never married
Cohabitating

86
20
12
77
11

41.7
9.7
5.8
37.4
5.3

0-1 year
2-4 years
5-7 years
8-9 years
10 years and above

1
11
8
10
176

.5
5.3
3.9
4.9
85.4

Black
Coloured
White
Indian
Other

56
127
14
8
1

27.2
61.7
6.8
3.9
.5

Grade11/ below
Grade 12/Equivalent
Post school
certificate/Diploma
Degree
Honours
Masters

2
102

1.0
49.5

72
21
7
2

35.0
10.2
3.4
1.0

Age

Marital Status

Years in the organisation

Racial background

Highest educational qualification
completed
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3.4. PROCEDURE FOR DATA GATHERING

Permission and approval to carry out the present research study was obtained from the
University of the Western Cape and from the organisation’s Research Committee. Furthermore,
prior to conducting the research ethical clearance was obtained from the University. Due to the
wide distribution across the branches situated across the region, an internet-based survey was
considered to be the best method to collect the data. Each employee at the various branches
received an email communication that clarified:
 the identity of the researcher,
 the purpose and nature of the research,
 the steps to partake in the research,
 that employees are invited to participate,
 that participation in the research study was on a voluntary basis,
 that participants would not be required to provide identifying data, therefore
safeguarding anonymity,
 that confidentiality of the data would be maintained and used for the sole purpose of
research and
 that there would be no repercussion should employees elect to withdraw at any stage
from participating in the research.

A hyperlink was included in the email in order to access and participate in the online survey.
It was specified that if the employee give their consent for voluntary participation in the
research study they may continue by please clicking on the hyperlink. The participants were
given four weeks to complete the online survey.

The information from the online survey were collected from participants who accessed it and
exported from the online database to an Excel spreadsheet. Lastly, the data was captured into
the Statistical Package for Social Sciences (SPSS) version 26, a computerised statistical
package that was used for the analysis.
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3.5. MEASURING INSTRUMENTS

The aim of the research was to investigate the relationship between three variables specifically,
transformational leadership, employee engagement and intention to quit. The online
questionnaire comprised three instruments and a biographical questionnaire.

3.5.1.1 Advantages and disadvantages of survey methodology

Similar to other methods of data collection, survey research has both benefits and
shortcomings. According to Babbie and Mouton (2001), surveys are the most useful method of
observation for exploratory descriptive and explanatory purposes. Survey methodology is also
considered to be a reliable method of inquiry. The reason for this is because surveys are
standardised, questions posed to participants are phrased in exactly the same manner. The
researcher’s own biases are eliminated (Babbie & Mouton, 2001). This method is most
appropriate for studies where the unit of analysis is individual people. Survey research is
economical in terms of researcher time, effort and cost in comparison to other methods. On the
other hand, survey research also presents with distinct shortcomings. Sekaran (2003) noted that
surveys cannot be modified which therefore makes them inflexible and this in turn, decreases
their usefulness if participants experience challenges with understanding the questions.

3.5.1.2 Advantages and disadvantages of online surveys

According to Schonlau, Fricker and Elliott (2001), online surveys may be conducted in a
number of formats that may include an e-mail with embedded survey or an email with a link to
a survey Uniform Resource Locator (URL), which makes them flexible.

An advantage of making use of online surveys as a data collection method is that it is time and
cost efficient (Uhlig, Seitz, Eter, Promesberger & Busse, 2014). Online surveys offer
convenience in that they allow participants to complete the survey at a time convenient to them.
Some online surveys allow participants to start and if they do not complete the survey they may
return at a later stage to continue from where they stopped previously.
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Wilson and Laskey (2003) argued that online surveys simplifies the entry and analysis of data
as it is reasonably easy for participants to complete online surveys and for the responses to be
stored and analysed. Consequently, this significantly reduces the administrative workload of
distributing and receiving questionnaires, in addition to the recording of data.

However, online surveys also present with some disadvantages. Typically, because there is no
human contact with online surveys it may negatively restrict the ability for in-depth enquiry of
a skilful interviewer (Scholl, Mulders, & Drent, 2002). Furthermore, many participants
question whether their responses will remain confidential, and if their contact details will be
provided to other organisations (Berry, 2004). Another concern is that response rates may be
negatively impacted due to slow and poor internet connectivity (Solomon, 2001).

3.5.2 BIOGRAPHICAL QUESTIONNAIRE

A self-developed biographical questionnaire was administered as a means to obtain personal
data. The items incorporated in the questionnaire were: gender, age, marital status, years in the
organisation, racial background and highest educational qualification achieved. The data was
utilised to depict the personal characteristics of the sample. The data in Table 3.1 was selfreported by the participants and illustrates the holistic biographical information obtained.

3.5.3 MULTI-FACTOR LEADERSHIP QUESTIONNAIRE
The questionnaire is an adapted version of Avolio and Bass’ (1995) Multi-Factor Leadership
Questionnaire (MLQ) and measures the participant’s perceptions of supervisory leadership
behaviours.

3.5.3.1 Nature and composition

Engelbrecht, Van Aswegen and Theron (2005) adapted the thirty-two-item scale from the
original forty-five item scale. The transformational leadership dimension includes 20 items and
for the purpose of this study only the 20 items were used. The items measure the frequency
with which the participants perceive their immediate managers or supervisors to demonstrate
a variety of transformational leadership behaviours.
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The scale comprises of four sub-scales, specifically idealised influence (eight items),
inspirational motivation (four items), intellectual stimulation (four items), and individualised
consideration (four items). Examples of items from the transformational leadership scale are:
My immediate manager/supervisor acts in ways that builds my respect (idealised influence);
My immediate /manager/supervisor gets me to look at problems from many different angles
(intellectual stimulation); My immediate manager/supervisor talks optimistically about the
future (inspirational motivation) and My immediate supervisor/manager helps me to develop
my strengths (individualised consideration). A six-point Likert scale (1 = almost never to 6 =
almost always) is used to measure the items. All of the items are worded positively and thus it
was not required for any of the items to be reversed scored.

3.5.3.2 Psychometric properties of the Multi-Factor Leadership Questionnaire (MLQ)
Avolio and Bass’s (2004) study with a normative sample (N = 27,285) revealed individual
behaviour scores with standard deviations ranging from of .70 to .78 and means of 2.77 to 2.94.
Earlier reliability estimates of the MLQ scale found superior internal consistency for the
laissez-faire, transformational and transactional leadership styles reporting Cronbach alpha
coefficients ranging from .78 to .94 (Tejeda, Scandura, & Pillai, 2001). Moreover, the testretest reliability ranged from .70 to .80. Bass and Avolio (1995) initially reported a Cronbach
alpha of .89 for the MLQ and .97 for the short version of the MLQ. Den Hartog, Van Muijen
and Koopman (1997) reported Cronbach alpha coefficients of .72 for inspirational motivation;
.93 for idealised influence; .75 for individualised consideration and .81 for intellectual
stimulation for the four transformational leadership subscales. Satisfactory evidence pertaining
to the reliability and validity of this measure is indicated in alpha values (.72 < α < .84) for
each of the sub-scales (Engelbrecht et al., 2005).

3.5.4 UTRECHT’S WORK ENGAGEMENT SCALE (UWES-17)

The Utrecht Work Engagement Scale (UWES-17) was developed by Schaufeli and Bakker
(2003) and was used to measure employee engagement.
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3.5.4.1 Nature and composition

The UWES consists of 17-items with three subscales that assess vigour (six items); dedication
(five items); and absorption (six items) (Schaufeli, Bakker, & Salanova, 2006). The items are
scored on a seven-point Likert scale with responses ranging from 0 = never to 7 = always. An
example of an item from the vigour scale is When I get up in the morning, I feel like going to
work (Bakker, 2009). An example of an item from the dedication scale is I find the work that I
do full of meaning and purpose. An example of an item on the absorption scale is When I am
working, I forget everything else around me (Schaufeli & Bakker, 2003).

3.5.4.2 Psychometric properties of the Utrecht Work Engagement Scale (UWES-17)

Schaufeli and Bakker (2003) reported that the three scales are internally consistent and stable
across time, in addition to being constant in various countries, where the total range for
Swedish, Dutch and Finnish countries were between .72 to .90 (Schaufeli & Bakker, 2003).
Internal consistency estimates for the dedication scale of the UWES-17 varied between .60 to
.88, the absorption scale ranged from .85 and .92, and the variation on the overall scale spanned
from .85 to .92 (Schaufeli, Taris, & Bakker, 2006). Seppälä, Mauno, Feldt, Hakanen,
Kinnunen, Tolvanen and Schaufeli (2009) concur that the UWES-17 has proven to be reliable,
and internal reliability has been widely confirmed among all dimensions. The Cronbach alpha
coefficients of the UWES-17 varied between .75 and .83 for vigour, between .86 and .90 for
dedication, and between .82 and .88 for absorption (Seppälä et al., 2009). Storm and Rothmann
(2003) in a South African study noted that the estimated Cronbach alpha coefficients for the
three subscales, vigour, dedication and absorption were α = .78, .89 and .78, respectively.
Sonnentag (2003) reported that the factorial validity indicated that the hypothesised threefactor structure of the Utrecht’s Work Engagement Scale was superior to the one-factor model.
Confirmatory factor analyses proved that the three-factor structure of the UWES-17 fitted
better than the one factor model and could be applied to different samples from Portugal, the
Netherlands and Spain (Schaufeli & Bakker, 2003). The UWES-17 is known to have good
construct validity (Seppälä et al., 2009; Storm & Rothmann, 2003), which has been shown
through confirmatory factor analysis (Schaufeli, Salanova, González-Romá, & Bakker, 2002).
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According to Seppälä et al. (2009), confirmatory factor analysis supported the hypothesised
correlated three factor structure -vigour, dedication and absorption on both the 17 item and 9
item UWES scales.

From the time it has been presented in 1999, the UWES has gone through many validity
investigations in studies that have reported it to be both a valid and reliable instrument for
measuring employee engagement, its role as a mediator in the motivation process, and its
negative relationship to burnout (Schaufeli & Bakker, 2003; Schaufeli, Bakker, & Salanova,
2006).

3.5.5. TURNOVER INTENTION SCALE (TIS-6)
Roodt’s (2004) instrument was used to measure the employee’s intention to quit the
organisation.

3.5.5.1 Nature and composition

The Turnover Intention Scale (TIS-6) is a six-item scale adapted by Roodt (2004) from his 15item Turnover Intention scale and was used to measure employees’ intentions of either quitting
or staying with the organisation.
The TIS-6 measures participants’ responses using the semantic differential technique
developed by Osgood (1964) of bipolar 5-step response scales defined by two opposites (for
example, never - always; highly unlikely - highly likely; to no extent - to a very large extent).
Examples of items that the TIS-6 comprise of include How often have you considered leaving
your job? as well as How likely are you to accept another job at the same compensation level
should it be offered to you?
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3.5.5.2 Psychometric properties of the Turnover Intention Scale (TIS-6)

The motivation for selecting the TIS-6 for this study was on account of its proven reliability
and validity and brevity. Even though intention to quit has been extensively covered in the
literature, a reasonably small number of items were included in the questionnaires to measure
turnover intention in studies. For instance, a single-item scale has been used by previous
researchers (Lambert, Hogan, & Barton, 2001) and others administered a three-item scale (Fox
& Fallon, 2003). Bothma and Roodt (2013) reported a Cronbach alpha reliability coefficient of
.80 for the TIS-6. Jacobs (2005) concluded a comprehensive study in validating Roodt’s (2004)
original 15-item Turnover Intention Scale. The study reported a Cronbach’s alpha of .91 for
the 15-item scale. Bothma and Roodt’s (2013) study confirmed the reliability of the six-item
TIS-6 (α = .80). As recommended by Nunnally and Bernstein (1994), a Cronbach alpha of .70
was used as the cut-off point to estimate the internal consistency reliability of the TIS-6.

3.5.5.3 Rationale for using these questionnaires

The Multi-Factor Leadership Questionnaire (MLQ), the Utrecht Work Engagement Scale
(UWES-17) and the Turnover Intention Scale (TIS-6) was used for this study as the instruments
have revealed to be reliable and valid. Moreover, the rationale for using the Turnover Intention
Scale (TIS-6) is because it has more items compared to other instruments in the literature that
utilised a small number of items to measure intention to quit. (Jacobs, 2005).

3.6. STATISTICAL ANALYSIS

This section outlines statistical procedures and discuss techniques employed in the present
study.

3.6.1 MISSING VALUES

Kang (2013) defined missing data (or missing values) as the data value that is not stored for a
variable in the observation of interest, the problem of incomplete values is common in almost
all research. Pallant (2016) advised that researchers should be cautious on how they treat
missing values as complete exclusion may significantly affect the results.
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LISREL statistical analysis software includes the PRELIS programme that deals with the issue
of missing values. There are several techniques to address missing values such as listwise
deletion, imputation methods, multiple imputation and maximum likelihood.

3.6.1.1 Listwise deletion

Listwise deletion refers to any case in a data set that is deleted from an analysis if they are
missing data on any variable in the analysis (Kang, 2013). This is the default in most statistical
software packages (Briggs, Wolstenholme, & Clarke, 2003). If the sample is large enough, then
the researcher is likely to delete data without substantial loss of statistical power. Nakai and Ke
(2011) cautioned to ensure that the values are missing randomly and that a category of
participants are not unknowingly excluded. The data in the current research study was initially
analysed to identify missing values; the listwise deletion method was used to address missing
values.

3.6.1.2 Imputation methods

Imputation refers to substituting the missing values by using an estimate, then analysing the
full data set as if the imputed values were actual observed values (Kang, 2013). Allison (2001)
noted that imputation methods generally have a disadvantage of underestimating standard
errors; therefore, they result in overstatement of test statistics.

3.6.1.3 Multiple imputation
Newman (2003, p. 334) asserted “multiple imputation is a procedure by which missing data
are imputed several times (for example, using regression imputation) to produce several
different complete-data estimates of the parameters. The parameter estimates from each
imputation are then combined to give an overall estimate of the complete-data parameters as
well as reasonable estimates of the standard errors.” While multiple imputation is beneficial as
it can be used with all types of data in any kind of analysis, it can be complex and pose a
challenge because it yields different estimates each time it is applied and therefore may result
in researchers obtaining different figures from the identical data (Nakai & Ke, 2011).
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3.6.1.4 Maximum likelihood

Kang (2013) asserted that when there are missing but fairly complete data, the statistics that
provides an explanation of the relationships among the variables can be computed using the
maximum likelihood method. Maximum likelihood methods “operate by estimating a set of
parameters that maximise the probability of getting the data that was observed” (Newman,
2003, p. 332).

3.6.2 ITEM ANALYSIS

Pallant (2016) postulated that item analysis referred to the detection and removal of poor items
which do not make a contribution to the reliability of the scale as a whole. Item analysis is a
statistical methodology for identifying the total reliability of test items (Pallant, 2016). The
objective for conducting item analysis is to increase homogeneity of the components of a
subscale therefore, increasing content validity of the subscale (Mahembe, 2010). Item analysis
was performed through the use of the reliability-analysis method in SPSS version 26.
According to Pallant (2010), items with an item-total correlation value of less than .30 result
in an increase in the reliability coefficient of a subscale. Item analysis was conducted in order
to ascertain whether there were poor items, that is, factor loadings < 0.30. Reliability levels for
the scales were determined through the use of guidelines indicated by Nunnally and Bernstein
(1994) as specified in Table 3.2.
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Table 3. 2

General guidelines for interpreting the Reliability Coefficient Alpha

Source: Nunnally, J. C., & Bernstein, I. H. (1994). Psychometric theory (3rd ed.). New York:
McGraw-Hill.

3.6.3 DIMENSIONAL ANALYSIS USING EXPLORATORY FACTOR ANALYSIS
(EFA)

According to Pallant (2010), exploratory factor analysis is a statistical method used to
investigate the structure of the phenomena and to reduce data to a smaller set of summary
variables. Furthermore, exploratory factor analysis is conducted to explore the relationship
between the participant and the variable. It is suggested to perform this type of analysis when
the purpose is to determine variables that go together and to ascertain the number of factors
influencing variables (Pallant, 2010).

Dimensionality analysis was conducted in the current study to ascertain the items with
inadequate factor loadings and to confirm the uni-dimensionality of each subscale. There are
requirements before factor analysis can be done. Child (2006) asserted that a prerequisite to
perform factor analysis is that uni-variate and multi-variate normality must be present in the
data. Field (2005) noted that uni-variate and multi-variate outliers must not be present within
the data. In order to determine the number of factors the eigenvalues-greater-than-unit rule will
be applied.
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When performing exploratory factor analyses certain rules must be applied for the purpose of
determining the items to be included in each factor and the number of factors to be extracted.

The rules are listed below:
 The number of factors to be extracted should not be more than the number of
eigenvalues greater than 1.00 (Kaiser, 1960 as cited in Mahembe, 2010).
 An item not loading greater than .30 on any factor will be excluded (Field, 2005;
Pallant, 2010).
 An item loading greater than .30 on more than one factor would be excluded if the
difference between the higher and the lower loading was less than .25 (Nunnally &
Bernstein, 1994; Tabachnick & Fidell, 2001).
 A Kaiser-Meyer-Olkin measure of sampling adequacy (KMO index) value close to 1,
indicates that patterns of correlations are relatively compact and therefore factor
analysis should present distinct and reliable factors (Field, 2005). The cut-off value in
this study was .7. Kaiser (as cited in Field, 2005) recommended accepting values greater
than .50 as acceptable, values between .50 and .70 as mediocre, and values between .70
and .80 as good while values between .80 and .90 are great and values above .90 are
superb.

3.6.4 STRUCTURAL EQUATION MODELLING (SEM)

Studies frequently employ Structural Equation Modelling SEM techniques when the focal
point is understanding the inter-relationships amongst variables. Tabachnick and Fidell (as
cited in Mahembe, 2014) postulated that SEM is a collection of statistical techniques that allow
a set of relationships between one or more independent and dependent variables. SEM
techniques are also referred to as latent variable modelling techniques, which usually
encompass multiple observed variables and latent variables. Beran and Violato (2010) reported
that numerous integrated analytic techniques exist within SEM such as path or regression
analysis that comprises the solving of equations that represent the effect of one or more
variables on others to estimate their relationships.
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According to Kline (2005), structural equation modelling assumes a structure for the
covariances between the observed variables. In addition, SEM offers a convenient and overall
framework for statistical analysis and comprises various traditional multivariate techniques.
Brown (2006) asserted that SEM models can include measurement or structural models. The
measurement model stipulates the number of factors, thus presenting the manner in which
several indicators relate to the latent variables. On the other hand, the structural model
stipulates the relationships among the latent variables (Mahembe, 2014).

3.6.5. ASSESSMENT OF GOODNESS OF FIT

Table 3. 3

Criteria of goodness of fit

Absolute fit measures
Root Mean Square Error of Approx (RMSEA) Values of 0.08 or below indicate acceptable fit, those below 0.05 indicate
good fit, and values below 0.01 indicate outstanding fit.
P-Value for Test of Close Fit (RMSEA < 0.05) Values > 0.05 indicate good fit.
Root Mean Square Residual (RMR)
Lower values indicate better fit, with values below 0.08 indicative of good fit.
Standardised RMR
Lower values indicate better fit, with values less than 0.05 indicating good fit.
Goodness of Fit Index (GFI)
Values closer to 1 and > 0.90 represent good fit.
Root Mean Square Error of Approx (RMSEA) Values of 0.08 or below indicate acceptable fit, those below 0.05 indicate
good fit, and values below 0.01 indicate outstanding fit.
Incremental fit measures
Normed Fit Index (NFI)
Values closer to 1 indicate better fit, with values > 0.09 indicative of good fit.
Non-Normed Fit Index (NNFI)
Higher values indicate better fit, with values > 0.90 indicative of good fit.
Adjusted Goodness of Fit (AGFI)
Values closer to 1 indicate better fit, with values > 0.90 indicative of good fit.
Comparative Fit Index (CFI)
Values closer to 1 indicate better fit, with values > 0.90 indicative of good fit.
Incremental Fit Index (IFI)
Relative Fit Index (RFI)

Values closer to 1 indicate better fit, with values > 0.90 indicative of good fit.
Values closer to 1 indicate better fit, with values > 0.09 indicative of good fit.

Parsimony Normed Fit Index (PNFI)
Parsimony Goodness of Fit Index (PGFI)

Parsimonious Fit Measures
Values closer to 1 indicate better fit, with values > 0.09 indicative of good fit.
Values closer to 1 indicate better fit, with values > 0.09 indicative of good fit.

Source: Diamantopoulos, A., & Siguaw, J. A. (2000). Introducing LISREL. London: Sage
Publications.
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3.6.6 ITEM PARCELING

Holt (2004) noted that item parceling is a technique used for computing average scores or sums
across multiple items. Parcels rather than individual items are subsequently used as indicators
of latent factors in structural equation modelling analysis (Little, Cunningham, Shahar, &
Widaman, 2002). Item parceling may be used to reduce certain difficulties with respect to
missing data in analysis. Bandalos and Finney (2001) reported that the three most prevalent
reasons researchers mention for applying item parceling are to: improve the variable to sample
size ratio, increase the stability of the parameter estimates, and to remedy small sample sizes.
Research indicate that item parceling can be a beneficial tool in the exploration of the
underlying structure among latent variables (Bandalos & Finney, 2001; Little et al., 2002,
Nasser & Takahashi, 2003).

3.6.7 PEARSON PRODUCT-MOMENT CORRELATION
The Pearson product-moment correlation coefficient (Pearson’s r) is used to measure both the
strength as well as the direction of association that is present between two variables. Pearson
product-moment correlations assume that values are measured on an interval scale (Beran &
Violato, 2010). The benefit of using Pearson’s r is that it is an easy technique to evaluate the
relationship between two variables; whether they share variance, the degree to which they show
a relationship, and if the relationship is positive or negative (Cooper & Schindler, 2003). The
relationships between transformational leadership, employee engagement and intention to quit
will be tested using the Pearson product- moment correlation coefficient.

3.6.8 REGRESSION ANALYSIS

Multiple regression analysis is a valuable technique to explain the relationship between a
dependent variable and two or more independent variables. Beran and Violato (2010) noted
that regression or path analysis depicts the hypothesised causal relationships among variables
to be tested. In this study, the analysis will be used to establish which of the two variables,
namely transformational leadership or employee engagement, has a more significant impact on
intention to quit.

55

3.7. ETHICAL CONSIDERATIONS

Ethical lapses in research may lead to negative impacts on participants, therefore the moral
integrity of the researcher is imperative to ensure that the research process and research
findings are trustworthy (Hesse-Biber, 2016). The next section will discuss some of the most
pertinent ethical considerations.

3.7.1 Informed consent

According to Hesse-Biber (2016), informed consent is aimed at safeguarding participants from
any physical or mental harm that might occur as a consequence of them participating in
research. The nature as well as the motivation for the research was provided to participants
before they completed the questionnaires. Furthermore, relevant information was also clarified
and emphasised in the cover letter that was attached. Informed consent was obtained by asking
participants to place a tick in the checkbox to indicate that they consent to participate in the
research before accessing the hyperlink to the survey.

3.7.2 Confidentiality and anonymity

Confidentiality and anonymity ensure that research participants are protected by remaining
unidentifiable (Hesse-Biber, 2016). The participants were assured that they would remain
anonymous when answering the questionnaires. Anonymity was maintained as no identifying
data including name and surname or identification number was requested when completing the
questionnaires. With reference to their responses, participants were assured that confidentiality
would be maintained and the information would only be used for the purpose of research.

3.7.3 Voluntary participation

The issue of voluntary participation refers to participants not being coerced into taking part in
research (Hesse-Biber, 2016). Participants were advised that their participation in the research
was on a completely voluntary basis and there would be no repercussions should they chose to
willingly withdraw at any time.
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3.7.4 Beneficence and non-maleficence

Miles and Adams (2013) noted that one of the ethical principles included in the Belmont Report
which aims at protecting human subjects who are engaged in research projects is beneficence.
Beneficence focus on maximising benefits and reducing potential risks posed by the research
(Miles & Adams, 2013). The principle of beneficence was maintained in this research study.
The research made use of a meticulous design and the researcher was competent in conducting
the research study. Furthermore, the ethical guideline of non-maleficence was prioritised in the
current research study. Non-maleficence refers to the possibility of doing harm to research
participants (Page, 2012).

3.8. CONCLUSION

In the present chapter, the methodology that was used in the research study was delineated. The
measuring instruments, their psychometric properties and the methods used to evaluate the data
so as to answer the research problem were also discussed. Lastly, a comprehensive description
of the ethical considerations underpinning the research was provided. The following chapter
will be a discussion and presentation of the research results.
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CHAPTER 4

PRESENTATION OF RESULTS

4.1. INTRODUCTION

The purpose of the research study is to investigate the relationship between transformational
leadership, employee engagement and intention to quit among employees at a selected
organisation. The underlying goal brought forth four objectives that resulted in the formulation
of the research hypotheses of the study. The current chapter will present the research findings
of this study. SPSS version 26 and the LISREL 8.80 statistical analysis software was used to
execute the data analysis. Firstly, the issue of missing values is delineated; thereafter the results
of the reliability analysis of the surveys on transformational leadership, employee engagement
and intention to quit are presented. Furthermore, the results pertaining to dimensionality
analyses are discussed, followed by the output relating to the goodness of fit indices of the
measurement and structural models and the nature of the hypothesised relationships between
the variables under investigation in this study.

4.2. MISSING VALUES

Missing values come about for different reasons, which include research participants not
knowing the answer, refusing, or forgetting to answer the question (Pigott, 2001). Soley-Bori
(2013) noted that missing values can be problematic as almost all standard statistical methods
assume that the information for all the variables included in the data analysis are fully
completed (Soley-Bori, 2013). Properly dealing with missing values entails a careful inspection
of data for the patterns in the variables with missing values, whether systematic or random. In
the present study, 296 questionnaires were distributed, 238 questionnaires were returned
however of these 206 participants completed the questionnaires fully. Thirty-two of the two
hundred and thirty-eight questionnaires were seriously affected by the problem of missing
values and these were subsequently excluded from the analyses.
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4.3. ITEM ANALYSIS

The three questionnaires outlined in Chapter three were administered to gather data from the
research sample. In order to assess the reliability of the variables the SPSS version 26 was
utilised. Item analysis were performed on the three measurement instruments used in the study
and the output is presented in the following section.

4.3.1 ITEM ANALYSIS OF THE MULTI-FACTOR LEADERSHIP QUESTIONNAIRE
Transformational leadership was measured using the Multi-Factor Leadership Questionnaire
(MLQ) developed by Bass and Avolio (1994). As mentioned, the transformational leadership
dimension comprises of four sub-scales, specifically idealised influence (eight items),
inspirational motivation (four items), intellectual stimulation (four items), and individualised
consideration (four items). All of the respective subscales of the instruments used in the study
were subjected to item analysis.

4.3.1.1 Idealised Influence
A Cronbach alpha of α = .93 was obtained for the Idealised Influence subscale which is high.
Pallant (2016) noted that satisfactory values for the Cronbach’s alpha are values above .70,
with values above .80 being preferable therefore the reliability coefficient of the Idealised
Influence subscale was acceptable. The values in the Corrected Item-Total Correlation column
found in the Item- Total Statistics table indicate the degree to which each item correlates with
the total scale. Pallant (2016) postulated that values presenting the Corrected Item-Total
Correlation should not be lower than .30 as this is an indication that the item is measuring
something different from the scale as a whole. As displayed in Table 4.1, all the corrected itemtotal correlations were greater than .30. The Item-Total Statistics illustrates the impact of
deleting an item from a scale. Deleting a poor item will lead to an increase in reliability,
whereas deleting a good item decreases the Cronbach alpha of a scale (Pallant, 2016). No items
were excluded from this scale, the inter-item correlation matrix ranged from .48 to .74. Cohen’s
(1988) guidelines for interpreting strength of association (r = .10 to .29 small correlation; r
=.30 to .49 a moderate correlation and r = .50 to .10 a strong correlation) indicates a moderate
to strong relationship between the items as displayed in Table 4.1.
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Table 4. 1

The reliability analysis output for the Idealised Influence subscale

Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's

Standardized

N of

Alpha

Items

Items

.932

.932

8

Item-Total Statistics
Corrected

Squared

Scale Mean if Scale Variance

Item-Total

Multiple

Cronbach's Alpha

Item Deleted

if Item Deleted

Correlation

Correlation

if Item Deleted

TL1

26.62

52.950

.787

.640

.921

TL3

26.69

55.462

.704

.506

.927

TL6

26.76

52.533

.802

.662

.920

TL8

26.73

52.199

.801

.667

.920

TL10

26.71

52.705

.777

.652

.921

TL12

26.59

54.048

.773

.611

.922

TL13

26.55

55.322

.644

.441

.931

TL19

26.74

53.060

.817

.684

.919

Items
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Inter-Item Correlation Matrix
Items

TL1

TL3

TL6

TL8

TL10

TL12

TL13

TL19

TL1

1.000

.556

.679

.706

.679

.694

.548

.672

TL3

.556

1.000

.607

.602

.583

.582

.557

.623

TL6

.679

.607

1.000

.685

.738

.658

.547

.692

TL8

.706

.602

.685

1.000

.671

.674

.526

.746

TL10

.679

.583

.738

.671

1.000

.608

.486

.715

TL12

.694

.582

.658

.674

.608

1.000

.574

.672

TL13

.548

.557

.547

.526

.486

.574

1.000

.563

TL19

.672

.623

.692

.746

.715

.672

.563

1.000

4.3.1.2 Inspirational Motivation
The Cronbach alpha for the Inspirational Motivation subscale is α = .89, which is good
(Nunnally & Bernstein, 1994; Pallant, 2016). All of the corrected item-total correlations were
above .30 and no items were deleted from the subscale. The inter-item correlation matrix
ranged from .60 to .75 indicating a strong relationship between the items (Cohen, 1988) as seen
in Table 4.2.

Table 4. 2

The reliability analysis output for the Inspirational motivation subscale

Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's

Standardized

N of

Alpha

Items

Items

.892

.893

4
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Item-Total Statistics
Scale Mean if

Scale

Corrected

Squared

Cronbach's

Item Deleted

Variance if

Item-Total

Multiple

Alpha if Item

Item Deleted

Correlation

Correlation

Deleted

Items
TL5

11.60

11.655

.784

.632

.853

TL7

11.52

12.592

.699

.497

.884

TL14

11.65

12.240

.792

.655

.851

TL20

11.50

11.656

.778

.614

.855

Inter-Item Correlation Matrix
Items

TL5

TL7

TL14

TL20

TL5

1.000

.640

.751

.681

TL7

.640

1.000

.601

.648

TL14

.751

.601

1.000

.730

TL20

.681

.648

.730

1.000

4.3.1.3 Intellectual Stimulation
A reliability coefficient of .88 was obtained for the Intellectual Stimulation subscale, which is
good (Nunnally & Bernstein, 1994; Pallant, 2016). All of the corrected item-total correlations
were above .30. None of the items were found to be problematic and therefore all of the items
were retained. The inter-item correlation matrix ranged from .62 to .66 indicating a strong
relationship among the items (Cohen, 1988). This can be seen in Table 4.3.
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Table 4. 3

The reliability analysis output for the Intellectual Stimulation subscale

Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's

Standardized

Alpha

Items

N of Items

.882

.882

4

Item-Total Statistics
Scale

Corrected

Squared

Cronbach's

Scale Mean if

Variance if

Item-Total

Multiple

Alpha if Item

Item Deleted

Item Deleted

Correlation

Correlation

Deleted

TL2

11.14

11.055

.747

.560

.848

TL4

11.04

10.501

.743

.556

.848

TL16

10.98

10.273

.752

.566

.845

TL18

11.08

10.622

.733

.540

.852

Items

Inter-Item Correlation Matrix
Items

TL2

TL4

TL16

TL18

TL2

1.000

.663

.648

.651

TL4

.663

1.000

.666

.625

TL16

.648

.666

1.000

.657

TL18

.651

.625

.657

1.000
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4.3.1.4 Individualised Consideration
The reliability analysis on the Individualised Consideration subscale yielded a Cronbach alpha
of α = .89 which is high (Nunnally & Bernstein, 1994; Pallant, 2016). All of the items in this
subscale correlated above .30 within the corrected item-total correlation. All of the inter-item
total correlation matrix values range between .60 to .75 indicative of a reasonably strong
relationship among the items (Cohen, 1988). None of the items on the subscale were deleted.

Table 4. 4

The reliability analysis output for the Individualised Consideration subscale

Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's

Standardized

Alpha

Items

N of Items

.899

.900

4

Item-Total Statistics
Scale

Corrected

Squared

Cronbach's

Scale Mean if

Variance if

Item-Total

Multiple

Alpha if Item

Item Deleted

Item Deleted

Correlation

Correlation

Deleted

TL9

11.25

12.538

.769

.621

.873

TL11

11.25

12.577

.742

.596

.882

TL15

11.25

11.270

.817

.684

.855

TL17

11.21

11.496

.781

.634

.869

Items
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Inter-Item Correlation Matrix
Items

TL9

TL11

TL15

TL17

TL9

1.000

.608

.699

.749

TL11

.608

1.000

.758

.633

TL15

.699

.758

1.000

.705

TL17

.749

.633

.705

1.000

4.3.2 ITEM ANALYSIS OF THE UTRECHT WORK ENGAGEMENT SCALE
As outlined in Chapter 3 the Utrecht Work Engagement Scale is a self- reporting questionnaire
consisting of seventeen items and three subscales, namely vigour, dedication and absorption.
Item analysis pertaining to the three subscales is discussed in the following section.

4.3.2.1 Vigour
The Vigour subscale yielded a Cronbach alpha of .93, which is high (Nunnally & Bernstein,
1994; Pallant, 2016). According to Pallant (2016), this surpasses the cut-off level of .70. All of
the corrected item-total correlations exceed .30 as displayed in Table 4.5. The inter- item
correlation matrix values ranged from .60 to .82 demonstrating a strong relationship among the
items (Cohen, 1988). This is illustrated in Table 4.5.

Table 4. 5

The reliability analysis output for the Vigour subscale

Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's

Standardized

Alpha

Items

N of Items

.932

.932

6
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Item-Total Statistics
Scale

Corrected

Squared

Cronbach's

Scale Mean if

Variance if

Item-Total

Multiple

Alpha if Item

Item Deleted

Item Deleted

Correlation

Correlation

Deleted

EE1

24.74

37.002

.838

.736

.914

EE4

24.80

37.653

.847

.768

.913

EE8

24.90

36.264

.827

.747

.915

EE12

24.78

37.264

.795

.663

.920

EE15

24.72

38.513

.749

.575

.925

EE17

24.33

39.538

.742

.603

.926

Items

Inter-Item Correlation Matrix

Items

EE1

EE4

EE8

EE12

EE15

EE17

EE1

1.000

.815

.795

.705

.657

.639

EE4

.815

1.000

.826

.714

.649

.637

EE8

.795

.826

1.000

.666

.687

.601

EE12

.705

.714

.666

1.000

.647

.735

EE15

.657

.649

.687

.647

1.000

.650

EE17

.639

.637

.601

.735

.650

1.000

4.3.2.2 Dedication
The Dedication subscale has an internal consistency coefficient of α = .92. The Cronbach alpha
was significantly high above the critical cut-off value of .70 (Nunnally & Bernstein, 1994;
Pallant, 2016). The corrected item-total correlation indicated that all the items correlated
satisfactorily above .30. (see Table 4.6). None of the items were found to be problematic and
consequently none of the items were excluded. The inter-item correlation matrix ranged from
.69 to .75 indicating a strong relationship among the items (Cohen, 1988).
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Table 4. 6

The reliability analysis output for the Dedication subscale

Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's

Standardized

Alpha

Items

N of Items

.925

.925

5

Item-Total Statistics
Scale

Corrected

Squared

Cronbach's

Scale Mean if

Variance if

Item-Total

Multiple

Alpha if Item

Item Deleted

Item Deleted

Correlation

Correlation

Deleted

EE2

19.64

23.890

.783

.616

.912

EE5

19.63

22.888

.825

.685

.904

EE7

19.83

22.935

.819

.679

.905

EE10

19.51

23.910

.792

.637

.910

EE13

19.74

23.197

.801

.649

.909

Items

Inter-Item Correlation Matrix
Items

EE2

EE5

EE7

EE10

EE13

EE2

1.000

.696

.695

.705

.691

EE5

.696

1.000

.752

.738

.720

EE7

.695

.752

1.000

.693

.749

EE10

.705

.738

.693

1.000

.677

EE13

.691

.720

.749

.677

1.000
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4.3.2.3 Absorption
A reliability coefficient of .92 was obtained for the Absorption subscale, which is considered
high in this study (Nunnally & Bernstein, 1994; Pallant, 2016). All of the corrected item-total
correlations were above .30 none of the items were deleted from the subscale. The inter-item
correlation matrix ranged from .50 to .76 this suggests a reasonably strong relationship among
the items (Cohen, 1988). The output is presented in Table 4.7.

Table 4. 7

The reliability analysis output for the Absorption subscale

Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's

Standardized

Alpha

Items

N of Items

.924

.925

6

Item-Total Statistics
Scale

Corrected

Squared

Cronbach's

Scale Mean if

Variance if

Item-Total

Multiple

Alpha if Item

Item Deleted

Item Deleted

Correlation

Correlation

Deleted

EE3

23.79

38.137

.809

.665

.906

EE6

24.04

38.237

.799

.646

.907

EE9

23.74

40.146

.780

.664

.910

EE11

23.76

39.441

.819

.698

.905

EE14

23.94

38.592

.815

.668

.905

EE16

24.12

39.971

.672

.485

.925

Items
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Inter-Item Correlation Matrix
Items

EE3

EE6

EE9

EE11

EE14

EE16

EE3

1.000

.697

.726

.719

.728

.591

EE6

.697

1.000

.673

.737

.709

.605

EE9

.726

.673

1.000

.761

.690

.509

EE11

.719

.737

.761

1.000

.696

.587

EE14

.728

.709

.690

.696

1.000

.651

EE16

.591

.605

.509

.587

.651

1.000

4.3.3 ITEM ANALYSIS OF THE TURNOVER INTENTION SCALE
Roodt’s (2004) six- item Turnover Intention Scale (TIS-6) was used as a measure for assessing
employees’ intention to quit. The item analysis of the scale is presented in this section. The
Turnover Intention Scale items consisted of negative items that were first reversed before the
reliability analysis was conducted. The Cronbach alpha for the Turnover Intention Scale is .90
which is regarded as high (Nunnally & Bernstein, 1994; Pallant, 2016). All of the corrected
item- total correlations were above .30 as seen in Table 4.8. The inter-item correlation values
ranged from .48 to .72 indicating a moderate to strong relationship among the variables (Cohen,
1988).

Table 4. 8

The reliability analysis output for the Turnover Intention Scale

Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's

Standardized

Alpha

Items

N of Items

.909

.911

6
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Item-Total Statistics
Scale Mean

Scale

Corrected

Squared

Cronbach's

if Item

Variance if

Item-Total

Multiple

Alpha if Item

Deleted

Item Deleted

Correlation

Correlation

Deleted

ITQ1

14.00

32.941

.770

.606

.889

ITQ3

13.59

35.335

.672

.480

.903

ITQ4

13.51

31.685

.830

.705

.880

ITQ5

13.82

33.137

.693

.548

.903

ITQR2

14.06

35.314

.760

.626

.892

ITQR6

14.04

34.838

.789

.645

.888

Items

Inter-Item Correlation Matrix
Items

ITQ1

ITQ3

ITQ4

ITQ5

ITQR2

ITQR6

ITQ1

1.000

.570

.705

.595

.681

.679

ITQ3

.570

1.000

.621

.482

.628

.578

ITQ4

.705

.621

1.000

.725

.652

.714

ITQ5

.595

.482

.725

1.000

.523

.604

ITQR2

.681

.628

.652

.523

1.000

.721

ITQR6

.679

.578

.714

.604

.721

1.000

4.4. DIMENSIONALITY ANALYSIS

The results pertaining to exploratory factor analysis of the measurement instruments used will
be reported on in this section. The main purpose for performing exploratory factor analysis is
to determine the uni-dimensionality of each of the sub-scales of the measuring instruments
used in this research study and to identify items with insufficient loadings (Mahembe, 2010).
In order to determine the number of factors to extract the eigenvalue greater than unit rule was
used (Kaiser, as cited in Mahembe, 2010). The SPSS version 26 was used to execute the
analyses. Principal axis factoring with direct oblimin rotation was used for testing the unidimensionality of each of the scales used in the study.
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4.4.1 DIMENSIONAL ANALYSIS OF THE MULTI-FACTOR LEADERSHIP
QUESTIONNAIRE
4.4.1.1 Dimensional analysis output for the Idealised Influence subscale
The Idealised Influence subscale obtained a Kaiser-Meyer-Olkin measure of sampling
adequacy value of .940 and the Bartlett's Test of Sphericity test statistic value was 1140.765
(df = 28; p < 0.000) which allowed for the identity matrix null hypothesis to be rejected. There
was therefore strong evidence that the correlation matrix was factor analysable. Tabachnick
and Fidell (2007) noted that when the Kaiser-Meyer-Olkin (KMO) approaches unity, or at least
achieves a value larger than .60, the correlation matrix is considered factor analysable.

All the items of the Idealised Influence subscale were included in the dimensionality analysis.
The factor loadings are all above .50 which indicates that the items are good items (Pallant,
2016). Only one factor was reported and this factor accounts for 63.41% of the variance in the
Idealised Influence subscale factor. The factor matrix indicated that all the items loaded on one
factor adequately as all factor loadings were larger than .50 and they ranged between .66 and
.85. This is displayed in the Table 4.9.

Table 4. 9

Factor matrix for the Idealised Influence subscale

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling

.940

Adequacy.
Bartlett's Test of

Approx. Chi-Square

1140.765

Sphericity

Df

28

Sig.

.000
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Factor Matrixa
Factor
1
TL1

.820

TL3

.728

TL6

.835

TL8

.837

TL10

.811

TL12

.803

TL13

.667

TL19

.851

4.4.1.2 Dimensional analysis output for the Inspirational Motivation subscale
Exploratory Factor Analysis displays that the Inspirational Motivation subscale is factor
analysable as indicated by the KMO Index and Bartlett’s Test of Sphericity with values of .823
and 480.095 (df =6; p < 0.000) respectively. Tabachnick and Fidell (2007) stated that these
values are satisfactory and indicate the factor analysability of the correlation matrix of the
Inspirational Motivation subscale. The Inspirational Motivation subscale was found to be unidimensional. The factor loadings were all above 0.50. Only one factor was reported and this
factor accounts for 67.78 % of the variance in the Inspirational Motivation subscale. The results
are depicted in Table 4.10.
Table 4. 10

Factor matrix for the Inspirational Motivation subscale

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling

.823

Adequacy.
Bartlett's Test of

Approx. Chi-Square

480.095

Sphericity

Df

6

Sig.

.000
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Factor Matrixa
Factor
1
TL5

.848

TL7

.742

TL14

.858

TL20

.839

4.4.1.3 Dimensional analysis output for the Intellectual Stimulation subscale
The Kaiser-Meyer-Olkin measure of sampling adequacy for the Intellectual Stimulation
subscale value obtained was .838 and the Bartlett’s Test of Sphericity 423.943 (df = 6; p < .01).
The values obtained indicate that exploratory factor analysis could be executed on the
responses of the Intellectual Stimulation dimension (Tabachnick & Fidell, 2007). All factor
loadings were satisfactorily greater than .50 ranging from .79 to .81 as presented in Table 4.11
and the factor matrix indicated that all items loaded adequately on one factor. This factor
explains 65.19% of the variance. The uni-dimensionality assumption was validated.

Table 4. 11

Factor matrix for the Intellectual Stimulation subscale

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling

.838

Adequacy.
Bartlett's Test of

Approx. Chi-Square

423.943

Sphericity

Df

6

Sig.

.000
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Factor Matrixa
Factor
1
TL2

.812

TL4

.807

TL16

.817

TL18

.794

4.4.1.4 Dimensional analysis output for the Individualised Consideration subscale
The Individualised Consideration subscale obtained a Kaiser-Meyer-Olkin measure of
sampling adequacy value of .811 and the Bartlett’s Test of Sphericity achieved a value of
519.084 (df = 6; p < .01). Resultantly, there is sufficient support that the correlation matrix was
factor analysable (Tabachnick & Fidell, 2007). Only one factor with an eigenvalue greater than
one was obtained. The factor matrix revealed that all of the items loaded on one factor and the
factor loadings obtained are all above .50 (see Table 4.12). This factor explains 69.35% of the
variance.

Table 4. 12

Factor matrix for the Individualised Consideration subscale

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling

.811

Adequacy.
Bartlett's Test of

Approx. Chi-Square

519.084

Sphericity

Df

6

Sig.

.000
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Factor Matrixa
Factor
1
TL9

.820

TL11

.789

TL15

.882

TL17

.837

4.4. 2 DIMENSIONAL ANALYSIS OF THE UTRECHT WORK ENGAGEMENT
SCALE
4.4.2.1 Dimensional analysis output for the Vigour subscale
The Vigour subscale obtained a Kaiser-Meyer-Olkin measure of sampling adequacy value of
.900 and the Bartlett's Test of Sphericity test statistic achieved a value of 993.974 (df = 15; p <
.01). There was enough evidence that the correlation matrix was factor analysable (Tabachnick
& Fidell, 2007). One factor with an eigenvalue greater than one was obtained when the results
were drawn. All factor loadings were satisfactorily greater than .50 ranging from .76 to .88 and
the factor matrix indicated that all items loaded adequately on one factor. This factor explains
69.74% of the variance. The uni-dimensionality assumption was validated. The results are
illustrated in Table 4.13.

Table 4. 13

Factor matrix for the Vigour subscale

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling

.900

Adequacy.
Bartlett's Test of

Approx. Chi-Square

993.974

Sphericity

Df

15

Sig.

.000
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Factor Matrixa
Factor
1
EE1

.877

EE4

.887

EE8

.867

EE12

.827

EE15

.776

EE17

.768

4.4.2.2 Dimensional analysis output for the Dedication subscale
Exploratory factor analysis shows that the Dedication subscale is factor analysable as indicated
by the KMO Index and the Bartlett’s Test of Sphericity values of .899 and 745.056 (df = 10; p
< .01) respectively. These values are satisfactory and indicate the factor analysability of the
correlation matrix of the Dedication subscale (Tabachnick & Fidell, 2007). The Dedication
subscale was found to be uni-dimensional. Only one factor with an eigenvalue greater than one
was obtained and this factor accounted for 71.48 % of the variance. The factor loadings were
all above 0.50, ranged from .82 to .86 as depicted in Table 4.14

Table 4. 14

Factor matrix for the Dedication subscale

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling

.899

Adequacy.
Bartlett's Test of Sphericity Approx. Chi-Square

745.056

Df

10

Sig.

.000
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Factor Matrixa
Factor
1
EE2

.820

EE5

.867

EE7

.860

EE10

.831

EE13

.840

4.4.2.3 Dimensional analysis output for the Absorption subscale
Exploratory factor analysis indicates that the Absorption subscale is factor analysable as
indicated by the KMO index and the Bartlett’s Test of Sphericity values of .911and 884.695 df
= 15; p < .01) respectively. According Tabachnick and Fidell (2007), these values are
satisfactory and indicate the factor analysability of the correlation matrix of the Absorption
subscale. The Absorption subscale was found to be uni-dimensional. Only one factor with an
eigenvalue greater than one was obtained and this factor accounted for 67.56% of the variance.
All the factor loadings were satisfactorily loaded above .50 ranging from .69 to .86 and the
factor matrix indicated that all items loaded adequately on one factor. The results are shown in
Table 4.15.

Table 4. 15

Factor matrix for the Absorption subscale

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling

.911

Adequacy.
Bartlett's Test of

Approx. Chi-Square

884.695

Sphericity

Df

15

Sig.

.000
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Factor Matrixa
Factor
1
EE3

.850

EE6

.837

EE9

.823

EE11

.862

EE14

.851

EE16

.697

4.4.3 DIMENSIONAL ANALYSIS OF THE TURNOVER INTENTION SCALE
The Turnvover Intention Scale obtained a Kaiser-Meyer-Olkin measure of sampling adequacy
value of .896 and the Bartlett's Test of Sphericity test statistic achieved a value of 785.971 (df
= 15; p < .01). There was enough evidence that the correlation matrix was factor analysable
(Tabachnick & Fidell, 2007). One factor with an eigenvalue greater than one was obtained
when the results were drawn. All factor loadings were satisfactorily greater than .50 ranging
from .71 to .87 and the factor matrix indicated that all items loaded adequately on one factor.
The uni-dimensionality assumption was validated. The results are displayed in the Table 4.16.

Table 4. 16

Factor matrix for the Turnover Intention Scale

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling

.896

Adequacy.
Bartlett's Test of

Approx. Chi-Square

785.971

Sphericity

Df

15

Sig.

.000
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Factor Matrixa
Factor
1
ITQ1

.816

ITQ3

.710

ITQ4

.874

ITQ5

.727

ITQR2

.808

ITQR6

.838

4.5. CONFIRMATORY FACTOR ANALYSES OF THE SCALES USED IN THE
STUDY

4.5.1 THE MEASUREMENT MODEL FOR TRANSFORMATIONAL LEADERSHIP
A confirmatory factor analysis was executed on the Multi-Factor Leadership Questionnaire to
further ascertain the psychometric properties of this scale on the sample used in the study. In
terms of assessing the goodness of fit for the transformational measurement model, a variety
of statistical values is utilised. Table 4.17 depicts a summary of the fit indices. The Root Mean
Square Error of Approximation (RMSEA) value is .0576 which indicates reasonable model fit.
RMSEA values below .05 indicate good model fit; values between .05 and .08 indicate
reasonable fit while those above .08 indicate poor model fit (Diamantopoulos & Siguaw, 2000).
The Root Mean Squared Residual (RMR) and the standardised RMR values are .0601 and
.0370 respectively. The RMR missed the recommended .05 cut-off level indicative of good
model fit while the standardised RMR shows good model fit (Diamantopoulos & Siguaw,
2000).

The values of the Goodness of Fit Index (GFI) and Adjusted Goodness of Fit Index (AGFI)
should range between 0 and 1 with values greater than .90 usually interpreted as reflecting
acceptable fit. The GFI value of .822 and AGFI value of .772 missed the good fit threshold of
.90. The NFI, NNFI, CFI, IFI and RFI values are .983; .992; .993; .993; .981 respectively (see
Table 4.17).
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These indices generally indicate acceptable model fit over the independent model as acceptable
values are above 0.90. The measurement model path diagram is shown in Figure 4.1.

Table 4. 17

The goodness of fit statistics for the transformational leadership measurement model

Fit Index

Value

Degrees of Freedom
Minimum Fit Function Chi-Square
Normal Theory Weighted Least Squares Chi-Square
Satorra-Bentler Scaled Chi-Square
Chi-Square Corrected for Non-Normality
Estimated Non-centrality Parameter (NCP)
90 Percent Confidence Interval for NCP
Minimum Fit Function Value
Population Discrepancy Function Value (F0)
90 Percent Confidence Interval for F0
Root Mean Square Error of Approximation (RMSEA)
90 Percent Confidence Interval for RMSEA
P-Value for Test of Close Fit (RMSEA < 0.05)
Expected Cross-Validation Index (ECVI)
90 Percent Confidence Interval for ECVI
ECVI for Saturated Model
ECVI for Independence Model
Normed Fit Index (NFI)
Non-Normed Fit Index (NNFI)
Parsimony Normed Fit Index (PNFI)
Comparative Fit Index (CFI)
Incremental Fit Index (IFI)
Relative Fit Index (RFI)
Critical N (CN)
Root Mean Square Residual (RMR)
Standardized RMR
Goodness of Fit Index (GFI)
Adjusted Goodness of Fit Index (AGFI)
Parsimony Goodness of Fit Index (PGFI)

164
408.985 (P = 0.0)
443.831 (P = 0.0)
275.734 (P = 0.000)
964.477 (P = 0.0)
111.734
(69.843 ; 161.512)
1.995
0.545
(0.341 ; 0.788)
0.0576
(0.0456 ; 0.0693)
0.142
1.794
(1.589 ; 2.037)
2.049
80.120
0.983
0.992
0.849
0.993
0.993
0.981
156.423
0.0601
0.0370
0.822
0.772
0.642
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Figure 4. 1

The measurement path model for transformational leadership

Table 4.18 illustrates the completely standardised solution factor-loading matrix. This is
representative of the regression slopes of the regression of the standardised indicator variables
on the standardised latent variables. According to Diamantopoulos and Siguaw (2000), the
completely standardised factor loadings thus show the average change displayed in standard
deviations in the manifested variable related with one standard deviation change in the latent
variable.
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The factor loadings of the items are generally significant (> 0.50). The results of this study
have revealed the standardised factor loadings to be above .50, for the four transformational
leadership subscales.

Table 4. 18

The completely standardised solution for the Multi-Factor Leadership Questionnaire.

4.5.2 THE MEASUREMENT MODEL FOR EMPLOYEE ENGAGEMENT
Table 4.19 displays a summary of the fit indices utilised for assessing the goodness of fit for
the employee engagement measurement model. The Root Mean Square Error of
Approximation (RMSEA) value is .0675 which indicates reasonable model fit
(Diamantopoulos & Siguaw, 2000). The Root Mean Squared Residual (RMR) and the
standardised RMR values are .0787 and .0391 respectively. The RMR value missed the good
fit threshold of 0.05 while the standardised RMR value of .0391 indicates good model fit
(Diamantopoulos & Siguaw, 2000).
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The values of the Goodness of Fit Index (GFI) and Adjusted Goodness of Fit Index (AGFI)
should range between 0 and 1 with values greater than .90 usually interpreted as reflecting
acceptable fit. The GFI value of .817 and AGFI value of .759 missed the good fit threshold of
.90. The NFI, NNFI, CFI, IFI and RFI values are; .982; .990; .991; .991; .979 respectively (see
Table 4.19). These indices generally indicate reasonable fit over the independent model as
acceptable values are above .90. The measurement model path diagram is shown in Figure 4.2.

Table 4. 19

The goodness of fit statistics for the employee engagement measurement model

Fit Index

Value

Degrees of Freedom
Minimum Fit Function Chi-Square
Normal Theory Weighted Least Squares Chi-Square
Satorra-Bentler Scaled Chi-Square
Chi-Square Corrected for Non-Normality
Estimated Non-centrality Parameter (NCP)
90 Percent Confidence Interval for NCP
Minimum Fit Function Value
Population Discrepancy Function Value (F0)
90 Percent Confidence Interval for F0
Root Mean Square Error of Approximation (RMSEA)
90 Percent Confidence Interval for RMSEA
P-Value for Test of Close Fit (RMSEA < 0.05)
Expected Cross-Validation Index (ECVI)
90 Percent Confidence Interval for ECVI
ECVI for Saturated Model
ECVI for Independence Model
Normed Fit Index (NFI)
Non-Normed Fit Index (NNFI)
Parsimony Normed Fit Index (PNFI)
Comparative Fit Index (CFI)
Incremental Fit Index (IFI)
Relative Fit Index (RFI)
Critical N (CN)
Root Mean Square Residual (RMR)
Standardized RMR
Goodness of Fit Index (GFI)
Adjusted Goodness of Fit Index (AGFI)
Parsimony Goodness of Fit Index (PGFI)
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116
372.589 (P = 0.0)
390.171 (P = 0.0)
224.312 (P = 0.00)
450.481 (P = 0.0)
108.312
(69.736 ; 154.690)
1.818
0.528
(0.340 ; 0.755)
0.0675
(0.0542 ; 0.0807)
0.0169
1.455
(1.267 ; 1.681)
1.493
61.008
0.982
0.990
0.838
0.991
0.991
0.979
142.056
0.0787
0.0391
0.817
0.759

0.619

Figure 4. 2

The measurement path model for employee engagement

Table 4.20 displays the completely standardised solution factor loading matrix for the Utrecht
Work Engagement Scale. The results show that the standardised factor loadings for the three
employee engagement subscales are above .50.
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Table 4. 20

The completely standardised solution for the Utrecht Work Engagement Scale

4.5.3 THE MEASUREMENT MODEL FOR INTENTION TO QUIT
The goodness of fit indices for the intention to quit model is presented in this section. Table
4.21 illustrates a summary of the fit indices. The Root Mean Square Error of Approximation
(RMSEA) value is .0706, which indicates reasonable model fit. RMSEA values below .05
indicate good model fit; values between .05 and .08 indicate reasonable fit while those above
.08 indicate poor model fit (Diamantopoulos & Siguaw, 2000). The Root Mean Squared
Residual (RMR) and the standardised RMR values are .0635 and .0317 respectively which
indicate a good model fit (Diamantopoulos & Siguaw, 2000).

The values of the Goodness of Fit Index (GFI) and Adjusted Goodness of Fit Index (AGFI)
should range between 0 and 1 with values greater than .90 usually interpreted as reflecting
acceptable fit.
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The GFI value is of .948 indicating acceptable fit and the AGFI value of .879 can be interpreted
as falling just below the acceptable fit of .90. The statistics of the NFI, NNFI, CFI, IFI and RFI
values are .985; .988; .993; .993; .976 respectively (see Table 4.21). These indices generally
indicate reasonable fit over the independent model as acceptable values are above .90. The
measurement model path diagram is illustrated in Figure 4.3.

Table 4. 21

The goodness of fit statistics for the intention to quit measurement model

Fit Index

Value

Degrees of Freedom
Minimum Fit Function Chi-Square
Normal Theory Weighted Least Squares Chi-Square
Satorra-Bentler Scaled Chi-Square
Chi-Square Corrected for Non-Normality
Estimated Non-centrality Parameter (NCP)
90 Percent Confidence Interval for NCP
Minimum Fit Function Value
Population Discrepancy Function Value (F0)
90 Percent Confidence Interval for F0
Root Mean Square Error of Approximation (RMSEA)
90 Percent Confidence Interval for RMSEA
P-Value for Test of Close Fit (RMSEA < 0.05)
Expected Cross-Validation Index (ECVI)
90 Percent Confidence Interval for ECVI
ECVI for Saturated Model
ECVI for Independence Model
Normed Fit Index (NFI)
Non-Normed Fit Index (NNFI)
Parsimony Normed Fit Index (PNFI)
Comparative Fit Index (CFI)
Incremental Fit Index (IFI)
Relative Fit Index (RFI)
Critical N (CN)
Root Mean Square Residual (RMR)
Standardized RMR
Goodness of Fit Index (GFI)
Adjusted Goodness of Fit Index (AGFI)
Parsimony Goodness of Fit Index (PGFI)

9
32.061 (P = 0.000194)
33.582 (P = 0.000106)
18.188 (P = 0.0331)
18.665 (P = 0.0282)
9.188
(0.688 ; 25.414)
0.156
0.0448
(0.00336 ; 0.124)
0.0706
(0.0193 ; 0.117)
0.205
0.206
(0.164 ; 0.285)
0.205
6.127
0.985
0.988
0.591
0.993
0.993
0.976
245.212
0.0635
0.0317
0.948
0.879
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0.406

Figure 4. 3

The measurement path model for intention to quit

The completely standardised solution factor loading matrix for the Turnover Intention Scale is
presented in Table 4.22. The results have revealed the standardised factor loadings to be above
.50 for the Turnover Intention Scale.
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Table 4. 22
The completely standardised solution for the Turnover Intention Scale

4.6. THE OVERALL MEASUREMENT MODEL
The primary objective for reviewing a model’s overall goodness of fit is to determine the degree
to which the entire model is aligned with the empirical data (Diamantopoulus & Siguaw, 2000).
The overall measurement model demonstrates the relationship between the latent constructs
(transformational leadership, employee engagement and intention to quit) and their
corresponding manifest indicators while the structural model indicates the relationships
between the latent constructs. In order to assess the goodness of fit LISREL 8.80 was utilised
to conduct the confirmatory factor analysis on the overall measurement model. For the purpose
of generating estimates the Robust Maximum Likelihood estimation technique was used. Item
parcels were created for the overall measurement model in accordance with the manifest
variables for each of the latent variables. Holt (as cited in Mahembe, 2010) stated that item
parcelling entails combining items into small groups of items within scales or subscales. Items
were assigned in accordance with the achievement of uni-dimensionality in each of the scales.

In terms of the Turnover Intention Scale two random parcels based on odd and even items were
created while the parcels for the Utrecht Work Engagement Scale and the Multi-Factor
Leadership Questionnaire were based on the items in their respective subscales.
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With reference to assessing the goodness of fit for the overall measurement model Table 4.23
shows a summary of the fit indices and statistical values utilised. The Root Mean Square Error
of Approximation (RMSEA) value is .0642 which indicates reasonable model fit. RMSEA
values below .05 indicate good model fit; values between .05 and .08 indicate reasonable fit
while those above .08 indicate poor model fit (Diamantopoulos & Siguaw, 2000).

The Root Mean Squared Residual (RMR) and the standardised RMR values are .0215 and
.0162 respectively which indicate a good model fit (Diamantopoulos & Siguaw, 2000).

The values of the Goodness of Fit Index (GFI) and Adjusted Goodness of Fit Index (AGFI)
should range between 0 and 1 with values greater than .90 usually interpreted as reflecting
acceptable fit. The GFI value of .935 and AGFI value of .879 can be interpreted as reflecting
acceptable fit, with the AGFI value falling marginally below the acceptable fit of .90. The
statistics of the NFI, NNFI, CFI, IFI and RFI values are .986; .990; .993; .993; .978 respectively
(see Table 4.23). These indices generally indicate acceptable fit over the independent model as
acceptable values are above 0.90. The goodness of fit for this overall measurement indicated
reasonable fit. The measurement model path diagram is illustrated in Figure 4.4.
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Table 4. 23

The goodness of fit statistics for the overall measurement model

Fit Index

Value

Degrees of Freedom
Minimum Fit Function Chi-Square
Normal Theory Weighted Least Squares Chi-Square
Satorra-Bentler Scaled Chi-Square
Chi-Square Corrected for Non-Normality
Estimated Non-centrality Parameter (NCP)
90 Percent Confidence Interval for NCP
Minimum Fit Function Value
Population Discrepancy Function Value (F0)
90 Percent Confidence Interval for F0
Root Mean Square Error of Approximation (RMSEA)
90 Percent Confidence Interval for RMSEA
P-Value for Test of Close Fit (RMSEA < 0.05)
Expected Cross-Validation Index (ECVI)
90 Percent Confidence Interval for ECVI
ECVI for Saturated Model
ECVI for Independence Model
Normed Fit Index (NFI)
Non-Normed Fit Index (NNFI)
Parsimony Normed Fit Index (PNFI)
Comparative Fit Index (CFI)
Incremental Fit Index (IFI)
Relative Fit Index (RFI)
Critical N (CN)
Root Mean Square Residual (RMR)
Standardized RMR
Goodness of Fit Index (GFI)
Adjusted Goodness of Fit Index (AGFI)
Parsimony Goodness of Fit Index (PGFI)

24
63.247 (P = 0.000)
63.902 (P = 0.000)
44.289 (P = 0.00706)
38.618 (P = 0.0299)
20.289
(5.386 ; 43.005)
0.309
0.0990
(0.0263 ; 0.210)
0.0642
(0.0331 ; 0.0935)
0.200
0.421
(0.348 ; 0.532)
0.439
15.103
0.986
0.990
0.657
0.993
0.993
0.978
199.939
0.0215
0.0162
0.935
0.879
0.499
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Figure 4. 4

The overall measurement path model

91

4.6.1 THE COMPLETELY STANDARDISED SOLUTION FACTOR LOADING
MATRIX
Table 4.24 illustrates the completely standardised solution factor loading matrix. The results of
this study have revealed the standardised factor loadings to be above .50.

Table 4. 24

The completely standardised lambda-X matrix for the item parcels

4.7. THE STRUCTURAL MODEL FIT

The structural model is used to explain the relationships between the latent variables
themselves and specifies the amount of unexplained variance. When assessing the structural
model, it is essential to focus on the relationships between the independent and dependent
variables with the purpose of establishing the fit between the proposed model and the existing
data. LISREL programme, version 8.80, was used in order to ascertain the fit of the structural
model. The Robust Maximum Likelihood estimation was used to provide the estimates. The
RMSEA of the structural model was .0642 indicative of reasonable model fit. The RMR and
standardised RMR values were .0215 and .0162 respectively, these values were below .05
providing reasonable fit. Furthermore, with reference to the goodness of fit and adjusted
goodness of fit indices the values were .935and .879. The values indicated Normed Fit Index
(NFI) = .986, Non-Normed Fit Index (NNFI) = .990, Comparative Fit Index (CFI) =.993,
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Incremental Fit Index (IFI) = .993 and Relative Fit Index (RFI) = .978. Table 4.25 presents a
full spectrum of indices. Figure 4.5. Illustrates the path diagram pertaining to the fitted
measurement model.

Table 4. 25

The goodness of fit statistics for the structural model

Fit Index

Value

Degrees of Freedom
Minimum Fit Function Chi-Square
Normal Theory Weighted Least Squares Chi-Square
Satorra-Bentler Scaled Chi-Square
Chi-Square Corrected for Non-Normality
Estimated Non-centrality Parameter (NCP)
90 Percent Confidence Interval for NCP
Minimum Fit Function Value
Population Discrepancy Function Value (F0)
90 Percent Confidence Interval for F0
Root Mean Square Error of Approximation (RMSEA)
90 Percent Confidence Interval for RMSEA
P-Value for Test of Close Fit (RMSEA < 0.05)
Expected Cross-Validation Index (ECVI)
90 Percent Confidence Interval for ECVI
ECVI for Saturated Model
ECVI for Independence Model
Normed Fit Index (NFI)
Non-Normed Fit Index (NNFI)
Parsimony Normed Fit Index (PNFI)
Comparative Fit Index (CFI)
Incremental Fit Index (IFI)
Relative Fit Index (RFI)
Critical N (CN)
Root Mean Square Residual (RMR)
Standardized RMR
Goodness of Fit Index (GFI)
Adjusted Goodness of Fit Index (AGFI)
Parsimony Goodness of Fit Index (PGFI)
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24
63.247 (P = 0.000)
63.902 (P = 0.000)
44.289 (P = 0.00706)
38.618 (P = 0.0299)
20.289
(5.386 ; 43.005)
0.309
0.0990
(0.0263 ; 0.210)
0.0642
(0.0331 ; 0.0935)
0.200
0.421
(0.348 ; 0.532)
0.439
15.103
0.986
0.990
0.657
0.993
0.993
0.978
199.939
0.0215
0.0162
0.935
0.879
0.499

Figure 4. 5

The structural path model

4.7.1. PARAMETER ESTIMATES
Evaluation of the structural model is required to verify whether the theoretical relationships
specified at the conceptualisation stage are validated by the empirical information. The focal
point at this stage is the relationships between the independent and dependent variables. The
method of testing the structural model comprises extensive analysis of the freed elements of
the gamma (γ) and beta (β) matrices (Diamantopoulos & Siguaw, 2000). Primarily, evaluating
the signs of the parameters which signify the paths between the latent variables is essential This
is necessary for the purpose of determining the degree of consistence with the nature of the
causal effect hypothesised that exist between the latent variables. Furthermore, it is critical to
determine whether the parameter estimates are significant (p < .05) as indicated by t-values
greater than 1.96 (Diamantopoulos & Siguaw, 2000).
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In the current study, the hypotheses that are associated with the gamma matrix are hypothesis
one (transformational leadership and employee engagement) and two (transformational
leadership and intention to quit). The hypothesis that relate to the beta matrix is hypothesis 3
(employee engagement and intention to quit). The gamma and beta matrix are presented in
Table 4.26 and Table 4.27 respectively.

Table 4. 26

The gamma matrix

h

4.7.1.1 Hypothesis 1: There is a relationship between transformational leadership and
employee engagement.
Transformational leadership was found to have a statistically significant relationship with
employee engagement (t = 7.510; p < .05). This finding suggests that the proposed relationship
between transformational leadership and employee engagement is supported. Therefore, the
null hypothesis was rejected.
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4.7.1.2 Hypothesis 2: There is a relationship between transformational leadership and
intention to quit.
A strong inverse statistically significant relationship between transformational leadership and
intention to quit was found to exist (t = -2.413, p < .05). This finding corroborates the proposed
relationship between the two variables.

Table 4. 27

The beta matrix

4.7.1.3 Hypothesis 3: There is a relationship between employee engagement and
intention to quit.
Employee engagement is found to have a strong inverse statistically significant relationship
with intention to quit (t = -9.63, p < .05). This finding indicates that the proposed relationship
between employee engagement and intention to quit is supported.

4.7.1.4 Hypothesis 4: Transformational leadership or employee engagement has a
greater impact on intention to quit.
Regression analysis was used to test hypothesis four. For regression analysis to be performed
the variables under investigation must be correlated as displayed in Table 4.28.
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Table 4. 28

Correlational output between transformation leadership, employee engagement and intention
to quit

Correlations
TTL
TTL

TEE

TITQ

TEE

TITQ

.546**

-.509**

.000

.000

Pearson
Correlation
Sig. (2-tailed)

1

N

206

206

206

Pearson
Correlation
Sig. (2-tailed)

.546**

1

-.714**

N

206

Pearson
Correlation
Sig. (2-tailed)

.000
-.509

N

**

.000
206
**

-.714

.000

.000

206

206

206
1

206

**. Correlation is significant at the 0.01 level (2tailed). Note: TTL- total transformational leadership, TEEtotal employee engagement, TITQ total intention to quit

4.8. CORRELATIONS

Pearson correlations were executed on the data to determine the nature of the bivariate
relationships among the variables used in the study. Furthermore, the correlations provided
preliminary inputs for regression analyses as correlations among variables are assumed before
performing a regression analysis. Table 4.28 presents the Pearson correlation results between
transformational leadership, employee engagement and intention to quit. Cohen’s (1988)
guidelines were used to interpret the Pearson correlational output. Cohen (1988) noted that r
coefficients between 0.10 and 0.29 demonstrate a small correlation; between 0.30 and 0.49
indicate a medium correlation and between 0.50 and 1 denote a large correlation. Significant
large correlations were found among transformational leadership, employee engagement and
intention to quit (see Table 4.28).
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A strong positive relationship was found between transformational leadership and employee
engagement (r = .546; p < .01). A strong negative relationship was found between
transformational leadership and intention to quit (r = -.509; p < .01), while a negative and
strong relationship was observed between employee engagement and intention to quit (r = .714; p < .01). In order to determine the extent to which transformational leadership and
employee engagement predict intention to quit linear multiple regression analysis was utilised.
Table 4.29 represent the model summary results. The R value of 0.728 indicates a high degree
of correlation, while the R² or adjusted R² value indicates how much of the total variance in
intention to quit is explained by the model. It illustrates that the model explains 53 % of the
variance in intention to quit.

Table 4. 29

The model summary for transformational leadership and employee engagement

Model Summary

Model

R

1

.728a

Change Statistics
Std. Error
R
Adjusted
of the
R Square
F
Square R Square Estimate Change Change df1
df2
.530

.526

4.767

.530

114.619

2

203

Sig. F
Change
.000

a. Predictors: (Constant), TEE, TTL
According to Pallant (2010), the analysis of variance (ANOVA) as depicted in Table 4.30 tests
the null hypothesis that multiple R in the population equals 0, and reports how well the
regression equation fits the data (that is predicts the dependent variable). The regression model
is statistically significant at p = .000 (p < .001), indicating that the model significantly predicts
intention to quit.
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Table 4. 30

The ANOVA table for transformational leadership, employee engagement and intention to quit

Model
1

ANOVAa
Sum of Squares
df

Mean Square

F

Sig.

114.619

.000b

Regression

5208.766

2

2604.383

Residual

4612.593

203

22.722

Total

9821.359

205

a. Dependent Variable: TITQ
b. Predictors: (Constant), TEE, TTL
The coefficients table (Table 4.31) indicate whether transformational leadership or employee
engagement determines intention to quit. Tolerance and variance inflation factor (VIF) values
specify whether the variables are correlating too high (above r = .90) implying
multicollinearity. Tolerance values less than 0.10 indicate that the correlation among the
variables under study is high, suggesting the possibility of multicollinearity (Pallant, 2010).
The VIF values above 10 would indicate multicollinearity. Table 4.31 show that both the
tolerance and VIF values are within the acceptable range.

Table 4. 31

The coefficients output for transformational leadership, employee engagement and intention to
quit

Model

Coefficientsa
Unstandardized Standardized
Collinearity
Coefficients Coefficients
Correlations
Statistics
Std.
ZeroB
Error
Beta
t
Sig. order Partial Part Tolerance VIF

1 (Constant) 38.698 1.519
TTL
-.056
.019
TEE

-.215

.020

-.169
-.622

25.469 .000
-2.952 .004 -.509 -.203

.142

.702

1.425

.000 -.714 -.605
10.829
.521

.702

1.425

a. Dependent Variable: TITQ
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The significance column in Table 4.31 indicates that both transformational leadership and
employee engagement are making a statistically significant and unique contribution to intention
to quit. Employee engagement accounts for 62.2 % of the variance (β = -0.6.22; t = -10.829; p
< .001) while transformational leadership explains 16.9 % of the variance (β = -0.169; t = 2.952; p < .001).

4.9. CONCLUSION

The main aim of this chapter was to present the results of the statistical analyses conducted on
the research data through the use of SPSS version 26. In order to identify poor items item
analysis was conducted and to assess the uni-dimensionality of each of the subscales pertaining
to the measuring instruments dimensional analysis was performed. The measurement model
for each construct was tested; moreover, the overall measurement model was assessed using
item parcels. Both the measurement and structural models fitted the data reasonably well. The
results indicated a relationship between transformational leadership and employee engagement.
Inverse statistically significant relationship was revealed between transformational leadership
and intention to quit; and employee engagement and intention to quit. Furthermore, it was
found that employee engagement has a greater impact on intention to quit than transformational
leadership. The subsequent chapter will provide a discussion of the research results and
limitations, suggestions for future research, and recommendations for the organisation.
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CHAPTER 5

DISCUSSION OF RESEARCH RESULTS AND RECOMMENDATIONS

5.1. INTRODUCTION

In the first two chapters, an outline of the research problem and objectives of the current study
were provided, followed by a review of applicable literature in relation to the constructs under
investigation. In chapter three, the research methodology was discussed as well as the statistical
techniques used to test the hypotheses that were formulated in accordance with the literature
review. Chapter four reported on the results of the statistical analyses, aiming to answer the
research questions of the current study. The purpose of the current chapter is to present a
detailed discussion of findings of the research with reference to other studies conducted on the
same variables. Limitations and recommendations for future research will also be proposed
followed by recommendations for the organisation.
The prominent question the present study aimed to address was: “What is the relationship
between transformational leadership, employee engagement and intention to quit among
employees at a selected organisation?” The primary objectives of the study subsequently were
to: (1) develop an explanatory structural model that explains the manner in which
transformational leadership and employee engagement affects intention to quit, (2) evaluate
the significance of the hypothesised paths in the model, (3) assess the model’s goodness of fit
and (4) test a number of hypotheses.

The measuring instruments used in this study was subjected to item and exploratory factor
analyses thereafter the fit of the measurement and structural models were evaluated. Pallant
(2016) asserted that the purpose for performing item analysis is to assess the reliability
coefficients of the scales as well as to identify items that do not correlate well with other items
in the scale. This is done prior to combining items into linear composites intended to represent
the latent variables when fitting the proposed model of a research study. SPSS version 26 was
utilised to conduct item analysis that furnished item statistics estimates which were reviewed
for correlation cut-offs.
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5.2. ASSESSMENT OF THE MODEL FIT

5.2.1 Measurement Model

The measurement model fit indicates the degree to which a hypothesised model fits the data
and provides data on the validity and reliability of the observed indicators (Diamantopoulos &
Siguaw, 2000). After examining the fit indices for both the measurement and structural models,
it was interesting to note that they were identical. In order to assess the goodness of fit of the
measurement and structural models structural equation modelling was utilised. Subsequently,
after analysing the goodness of fit indices, it was determined that both the measurement and
structural models fit the data reasonably well. The p-value of the Satorra-Bentler scaled chisquare displayed a value of 44.289 (p = .00706) which indicated a significant test statistic (p <
.05).

The RMSEA for closeness of fit for the overall measurement model had a value of .0642 which
demonstrated a reasonable model fit (Diamantopoulos & Siguaw, 2000). An overview of the
fit indices was provided as illustrated in Table 4.23. The RMR and standardised RMR values
of .0215 and .0162 respectively, were below the .05 cut-off level and therefore showed good
model fit. From the GFI value of .935 and AGFI value of .879 it can be deduced as reflecting
acceptable fit, with the AGFI value falling marginally below the acceptable fit of .90. With
regard to the NFI, NNFI, CFI, IFI and RFI values were 986; .990; .993; .993; .978 (refer to
Table 4.23). These indices indicated good model fit.

5.2.2 Structural Model

The RMSEA of the structural model was .0642 indicative of reasonable model fit. The RMR
and standardised RMR values were .0215 and .0162 respectively, these values were below .05
providing reasonable fit. Furthermore, with reference to the goodness of fit and adjusted
goodness of fit indices the values were .935and .879. The values indicated Normed Fit Index
(NFI) = .986, Non-Normed Fit Index (NNFI) = .990, Comparative Fit Index (CFI) =.993,
Incremental Fit Index (IFI) = .993 and Relative Fit Index (RFI) = .978 (refer to Table 4.24).
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5.3. DISCUSSION OF HYPOTHESES

This section will review the results of the four research hypotheses.

5.3.1 Hypothesis 1: There is a relationship between transformational leadership and
employee engagement.

The relationship between transformational leadership and employee engagement was
supported as the t-value between the two variables is greater than 1.96. A significant (p < .05)
and positive relationship is therefore evident between transformational leadership and
employee engagement (t = 7.519; p < .05).

This finding is consistent with research findings by Thisera and Sewwandi (2018). The
positivistic study was conducted among 245 executive level employees employed in the
hospitality sector in Sri Lanka. Results showed that the impact of transformational leadership
on employee engagement was positive as well as significant. Transformational leadership
explained 32% of the variance (R² = .32) of employee engagement. This indicated a positive
impact of transformational leadership on employee engagement. The study furthermore
indicated that transformational leadership, and each dimension namely, idealised influence,
inspirational motivation, intellectual stimulation and individual consideration positively
impacted employee engagement. The research outcome proposed that organisations can
promote and improve employee engagement by developing transformational leaders (Thisera
& Sewwandi, 2018).

The findings of the present study were also corroborated with those obtained from a crosssectional study undertaken by Bezuidenhout and Schultz (2013) at a South African mine in the
North West Province which investigated the same variables. In relation to this mine, the results
revealed a reciprocal and statistically significant relationship between the two constructs. A
significant relationship between the four dimensions of transformational leadership and
employee engagement was reported. The researchers concluded that transformational
leadership and employee engagement are closely linked and should be considered in a holistic
manner. According to Bezuidenhout and Schultz (2013), a strong link was found between the
charismatic dimensions of transformational leaderships and employee engagement.
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The researchers put forward that it would be more probable for transformational leaders who
are charismatic and who are able to produce a work climate that allows employees to attain
their work goals to be particularly successful in engaging employees (Bezuidenhout & Schultz,
2013). Furthermore, a descriptive, correlational, cross-sectional study by Hayati, Charkhabi
and Naami (2014) indicated that the influence of transformational leadership on employee
engagement is significant and positive. In the research study participants were employed from
5 public hospitals in Khuzestan, a province of Iran. The participants included nurses of whom
185 were women and 55 were men that were selected through the use of stratified random
sampling. Hayati et al. (2014) noted that findings specifically illustrated that transformational
leaders transfer their enthusiasm to their followers by means of modelling. As a consequence,
employees may match their leader’s enthusiasm which results in them being more engaged
(Hayati et al., 2014).

5.3.2 Hypothesis 2: There is a relationship between transformational leadership and
intention to quit.

A strong inverse statistically significant relationship exists between transformational
leadership and intention to quit is found to exist (t = -2.413, p < .05). This finding corroborates
a significant negative relationship between the two variables, in other words an increase in
transformational leadership lead to a reduction of intention to quit.

A study by Wang and Hu (2017) explored the impact of transformational leadership on
intention to quit in an athletic setting. By means of cluster sampling, 182 male high-level
football athletes in China participated in the research. The research findings indicated that
transformational leadership had a negative effect on the athletes’ turnover intention (β = −.303,
p < .01). The results therefore suggested that transformational leadership behaviours of highlevel university football team coaches reduced the development of athletes’ intention to quit
their team. Sow, Ntamo and Osuoha, (2016) did a correlational analysis with 127 health care
professionals in the United States and they also reported a statistically negative relationship
between transformational leadership and intention to quit. That is to say that lower scores on
transformational leadership behaviours were related to high scores on intention to quit. The
results implied that a negative relationship with leaders or supervisors may be a main
determinant in employees’ decision to leave the organisation (Sow et al., 2016).
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Pieterse-Landman (2012) similarly found a significant negative relationship between
transformational leadership and intention to quit (r = -.47, p < .01). The research was conducted
among 185 managers in a JSE-listed manufacturing organisation. The researcher concluded
from the results that the enhancement of transformational leadership behaviours within the
leadership practices of the organisation will potentially correspond with a decrease in the
intention to quit among employees. Alatawi (2017) also researched the link between
transformational leadership and intention to quit with individuals whose managers were
members of the Professionals in Human Resources Association (PIHRA), an association that
focus on training of leadership and HR. The findings indicated that the transformational
leadership style of PIHRA members was negatively linked to intention to quit of their
subordinates. This implies that the presence of transformational leadership was a significant
predictor of lower levels of intention to quit.
Contrary to the above studies, Long, Thean, Ismail and Josh’s (2012) research with full time
academic personnel in a community college in Malaysia revealed no statistically significant
relationship between both leadership styles and intention to quit. The researchers purported
that the outcome of the results could have been due to the choice of industry. As academic
staff, participants were mostly required to work independently and therefore had a high degree
of freedom over the execution of their work tasks.

5.3.3 Hypothesis 3: There is a relationship between employee engagement and intention
to quit.

The current research findings highlighted a significant, negative relationship between
employee engagement and intention to quit (t = -9.62, p < .05).
Robyn and Du Preez’s (2013) ex-post facto quantitative research design included a selfadministered web-based questionnaire. The sample population (N = 189) comprised of
generation Y academics aged between 20 and 30 years at 6 higher education institutions (HEIs)
in South Africa. Three of the HEIs were situated in the Western Cape, two in Gauteng and one
in the North West. The findings of the study indicated that employee engagement was
negatively related to intention to quit (r = -.44; p < .01), signifying a medium effect size.
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This therefore indicates that an academic who is engaged would have less intention to quit their
position. Furthermore, the standardised beta coefficient illustrated that employee engagement
had a negative effect on intention to quit (β = -.18; p = .01), also implying that the more engaged
an academic is, the less likely they will experience intention to quit. From the findings the
researchers inferred that engaged employees were likely to have a greater attachment to their
organisation and therefore a lower inclination to leave their organisation (Robyn & Du Preez,
2013). Du Plooy and Roodt (2010) investigated the predictive relationship between the
employee engagement-burnout continuum and intention to quit. Secondary data analysis was
executed on the cross-sectional survey data gathered from a large Information and
Communication Technologies (ICT) sector company in South Africa (N = 2429). Findings
revealed that employee engagement were significantly negatively related to intention to quit.
It can therefore be deduced that employees who demonstrate employee engagement were less
likely to experience intention to quit.

Similar findings to the studies discussed above were reported by Cole (2014) among 123
employees from 5 inbound-outbound call centres in South Africa. The research highlighted a
significantly negative relationship between engagement and intention to quit (path coefficient
= -0.45). This confirmed that if there is an absence of or low employee engagement amongst
employees, the more likely their intention to quit becomes. An employee who is thus highly
engaged will find it difficult to disengage him or herself from their job and will, in turn, be less
likely to quit their job (Cole, 2014). Henriques (2010) conducted exploratory research on
employee engagement and intention to quit at a South African financial services organisation
in the Western Cape. The findings of the study indicated a strong negative correlation between
employee engagement and intention to quit (r = -.547, p < .01), implying a strong negative
relationship between these two constructs. Employees that are engaged are inclined to display
discretionary effort and often goes the extra mile, this could be understood as them being more
committed to the organisation and as a result they would have less intention to quit (Henriques,
2010).
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5.3.4 Hypothesis 4: Transformational leadership or employee engagement has a greater
impact on intention to quit.

The results of the current study found that employee engagement was the more significant
predictor of intention to quit than transformational leadership.

A review of the literature found no research findings where employee engagement had a greater
impact on intention to quit than transformational leadership. An explanation for this finding in
the current study could be as a result of the nature of the organisation where the research was
conducted. Participants provided service to clients by means of an automated system and in
addition had access to their performance efficiency which therefore gave them the ability to
monitor their performance on a daily basis. The role of the leader would not be as prominent
in comparison to another type of organisation. Furthermore, in the service industry high levels
of employee engagement would be integral for the employee to experience meaning in their
work and to have a strong sense of commitment to the higher purpose of the organisation. It
would often be required of participants to go the extra mile and make special concession in
order to provide service excellence to clients. This therefore implies that employee engagement
will have a greater impact than transformational leadership in this organisation with regard to
intention to quit. According to Rich, Lepine and Crawford (2010), employee engagement
results in higher levels of identification with the work and because employees are more
attached to their role they have less inclination to leave their organisation.

Interestingly, research that focused on the variables of the present study reported on the
mediating effect of employee engagement on the relationship between transformational
leadership and intention to quit. Research conducted by Lacap (2019) among employees from
three colleges in Pampanga, Philippines established that employee engagement mediated the
negative relationship of transformational leadership and intention to quit. Similarly, in an
earlier study, El Badawy and Bassiouny (2014) in their quantitative study among employees
of Vodafone Egypt, reported the same finding.
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5.4. LIMITATIONS AND RECOMMENDATIONS FOR FUTURE RESEARCH

Whilst the current investigation provides preliminary insight into the relationship of
transformational leadership, employee engagement and intention to quit, the study is limited
by the scope and size of the sample. The study made solely use of quantitative methodology.
A quantitative approach follows a more linear path compared to a qualitative approach which
follows a fixed sequence of steps and requires the researcher to conduct the research in a certain
order. The combination of qualitative methodologies may provide a deeper understanding of
the relationships among the variables in this study and may account for more flexibility in terms
of the manner in which the research is conducted for example by incorporating interviews as
well instead of only making use of predetermined questionnaires. Future research should seek
to employ mixed methods which include a combination of quantitative and qualitative methods
to gain a comprehensive understanding of the research and to collect in-depth information.

An additional limitation of the current study is the use of self-reported predefined
questionnaires which may limit participants from expressing their own viewpoints. The pitfall
is that self-reported data may lead to response biases that could affect the reliability and validity
of the data. According to Rosenman, Tennekoon and Hill (2011), one of the response biases
that influences the results of studies that makes use of self-reported questionnaires is social
desirability. This occurs when participants might answer questions untruthfully or in a
misleading manner due to feeling pressurised to give answers that are socially acceptable.
Future research could consider integrating qualitative interviews in order to obtain a better
comprehension of participants’ opinions and experience.

Although in line with the statistical requirements for research, the sample size is acceptable, a
larger sample size would be beneficial to enhance the applicability of the findings. The findings
in the study merit investigation from the perspectives of other organisational members. The
sample size of the study was (N = 206) and limited to employees from a specific department in
the service sector of the organisation. Based on the sample profile presented in Table 3.1 it is
apparent that the sample was not equally representative of all groups. Future studies can
overcome this limitation by using a larger and more representative sample.
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The research used a cross-sectional design through the use of a questionnaire in the form of
convenient sampling. Johnson and Christensen (2017) noted that cross-sectional studies
involve the collection of research from the research participants at a single point in time or
relatively short time period. The drawback is that the researcher could not directly measure
changes that occur over time in this study but instead made use of descriptive and inferential
statistics to report on the data analysis and findings. A cross-sectional survey method is not
able to determine causality amongst variables; it is recommended that future studies make use
of a longitudinal design to determine the causal relationships between the variables of the study.
Future research should endeavour to include additional variables in the study in order to
provide a broader understanding of the complexities underlying intention to quit. In particular,
variables such as trust, organisational support, psychological climate and other leadership
styles could add further value and insight into the relationships between the constructs and how
they affect each other.

5.5. RECOMMENDATIONS FOR THE ORGANISATION

The study aimed to investigate the relationship between transformational leadership, employee
engagement and intention to quit.

Through the present study, it was discovered that transformational leadership significantly
affects employees’ engagement. This provides several implications for managers or leaders as
it revealed that transformational leadership influences the engagement of employees in the
service sector. Consequently, appropriate actions should be taken to develop and improve
transformational leadership qualities of superiors of the organisation to increase the level of
engagement of employees. It is recommended that leadership development training
programmes be undertaken to enhance transformational attributes. Developing leadership skills
encourages employees to display more positive behaviours towards their colleagues and to
achieve organisational goals (Phillips & Gully, 2012).

Findings also suggest that the organisation can reduce intention to quit by developing
transformational leaders. The success of any organisation is dependent on the strength of the
leadership of the organisation. Leaders should focus on employees’ personal development,
encourage employees to display their individual talents, and show humanistic care toward
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employees for the purpose of continuously improving their relationship with the employees
and minimise the employees’ intention to quit. Thus, it is vital to make sure that dysfunctional
turnover in the organisation is manageable in order to maintain cost effectiveness and
organisational performance. Call, Nyberg and Polyhart (2015) empirically determined that the
turnover of high performing employees cost as much as 45% more to an organisation compared
to the turnover of mediocre or average employees.

Employee engagement may be enhanced by aiding employees with cognitive engagement and
to achieve personal growth. Shuck and Reio (2013) asserted that cognitive engagement refers
to how employees evaluate their workplace climate including the tasks they are involved in.
This can be done by explaining the link between the employees’ job and the mission and vision
of the organisation. When employees have an understanding of the alignment between their
jobs and contribution and the organisation’s mission and vision it facilitates cognitive
engagement on the part of the employees. Additionally, challenging tasks in their scope of
practice provide an opportunity for employees to delve into their full potential and to practice
the skills and achieve the capabilities that they have not yet mastered. The role of leaders is to
continually challenge the status quo and to have high expectations of their employees in the
furtherance of their development. It is essential that a workplace environment is created that
enables employees to flourish, learn and develop. From this, an increase in employee
engagement and a decrease in intention to quit is possible.

5.6. CONCLUSION

The study found a significant relationship between transformational leadership and employee
engagement. Research results indicated significant, negative relationships between
transformational leadership and intention to quit and between employee engagement and
intention to quit. Employee engagement was found to have a greater impact on intention to
quit than transformational leadership. In this chapter, limitations of this study and suggestions
for future research was discussed. Furthermore, recommendations for the organisation have
also been highlighted.
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