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1. Introduction

1.1 Background
According to research, different leadership styles have various impacts on the employee’s
commitment. Abasilim, Gberevbie and Osibanjo (2019) revealed a considerable beneficial link
between transformational leadership and employee commitment, but transactional leadership
style had a minor relationship with commitment. Puni, Hilton and Quao (2020) found that
transactional leadership style has a strong beneficial influence on employee commitment. These
studies demonstrate the subtle effect of various leadership styles on employee commitment,
underlining the significance of context-specific inquiry to better comprehend the complex
interactions between leadership behaviours and organisational commitment.
Although previous research has offered valuable insights into the connection between
leadership styles and employee commitment, there remain knowledge gaps regarding the
specific effects that apply to different industries.

1.2 Problem Statement
Although previous studies have shown the impact of leadership styles on employee
commitment, further investigation is necessary to offer a comprehensive understanding of the
complexity of this connection, particularly in specific industries. Previous research has
indicated that there are positive connections between leadership styles and commitment.
However, there is very little evidence about the specific impact of various leadership styles on
affective commitment in the manufacturing industry.

1.3 Purpose of the research
With particular attention paid to Ceres Power Ltd., the purpose of this research is to evaluate
the connections that exist between various leadership styles and the subjective degree of
commitment shown by employees.

1.4 Aim
The research aims to examine the impact of different leadership styles on the affective
commitment of the employees at Ceres Power Ltd.

1.5 Objectives

> To review the literature towards leadership styles and the affective employee
commitment.
> To assess the relationship between different leadership styles and employee

commitment at Ceres Power Ltd.
> To determine the most influencing leadership styles on employee commitment at Ceres

Power Ltd.



> To offer recommendations to Ceres Power Ltd on effectively applying leadership

strategies to enhance affective employee commitment.
1.6 Research questions

. What are the main findings and patterns in the existing literature about the relationship
between leadership styles and affective employee commitment?

. Which particular leadership styles have the greatest impact on employee commitment
within the organisational setting of Ceres Power Ltd?

. What are the perspectives of staff at Ceres Power Ltd on the leadership styles carried
out by their supervisors or managers, and how do these views relate to their level of
commitment within the organisation?

o What strategies can Ceres Power Ltd adopt to improve the impact of leadership styles
in fostering strong employee commitment?

1.7 Rationale of the study

Within organisations, employee commitment is recognised to be greatly impacted by leadership
styles. Studies have demonstrated that different leadership styles produce a beneficial and
notable influence on the level of employee engagement (Tafesse and Irbo, 2020;
HassenYimam, 2022).

Nevertheless, it is crucial to acknowledge that different leadership styles do not have an equal
effect on employee commitment. Huynh and Hua (2020) observed that task-oriented leadership
has a favourable influence on continuance and normative commitment, but its impact on
emotional commitment is uncertain. Furthermore, several research indicate that authoritarian
and laissez-faire leadership styles may have minimal impact on employee engagement (Tafesse
and Irbo, 2020).

Overall, organisations aiming to improve employee engagement and performance must
prioritise understanding the complex nature of different leadership styles and how they affect

employee commitment.
2. Literature review

In their definition of leadership, Donkor, Appienti and Achiaah (2021), state that it consists of
using methods of indirect influence to mould a team's or the business's goals, inspire behaviour
in the direction of those targets, and assist in establishing collective or organisational culture.
Leadership involves inspiring others to work actively towards shared goals.

2.1 Leadership styles
The Trait Theory of Leadership indicates that leaders have natural qualities that set them apart

from those who are not leaders, with a particular emphasis on elements such as intellect, social
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skills and temperament (Yue, 2020; Bastola, 2020). In the early 20th century, preliminary
research focused on identifying certain characteristics linked to effective leadership. However,
this approach received criticism because of inconsistent results and a lack of clarity on the
importance of these attributes (Funk, 2022). Nevertheless, subsequent studies have emphasised
the significance of qualities such as assertiveness, empathy, flexibility, and strategic thinking
in successful leadership (Verawati and Hartono, 2020). Furthermore, Leadership Trait Analysis
focuses on the significance of individual decision-makers personalities and leadership styles in
influencing the results of foreign policy (Fouquet and Brummer, 2022).

Behavioural theories are essential in determining the efficacy of leadership in organisational
environments. These concepts highlight the importance of particular behaviours in determining
good leadership, rather than relying only on natural traits (Toxirovna, 2023).

Autocratic leadership is described as a style of leadership that occurs when the leader takes
decisions on their own, without seeking feedback from people around them. This typically
results in a lack of satisfaction among members (Ahsan and Khalid, 2023). Democratic
leadership, in contrast, involves the collaborative process of making decisions, cultivating
favourable coach-athlete connections, and increasing team member satisfaction and motivation
(Jin et al., 2022). Laissez-faire leadership is characterised by a non-interventionist strategy,
whereby the leader offers minimal supervision. This can harm team performance and the
confidence of members (Nshimirimana and Kwizera, 2023).

The Contingency Theory of Leadership, which developed in the 1960s, highlights the absence
of a universally optimal approach to leading an organisation. Instead, it says that the efficacy
of leadership is dependent on the specific circumstances at hand (Permatasari and Mahyuni,
2022). Moreover, contingency theories emphasise the need of taking into account contextual
circumstances when assessing the efficacy of leadership. Leaders are recommended to modify
their leadership approaches to align with the specific requirements of various circumstances,
such as effectively managing crises like the COVID-19 pandemic (Chong and Duan, 2022).
The Hersey-Blanchard Situational Leadership Model and servant leadership are two separate
leadership models that possess distinct attributes. The Hersey-Blanchard Situational Leadership
Model, put together by Hersey and Blanchard in 1969, highlights the significance of adjusting
leadership approaches according to the team members maturity level and the unique demands
of tasks (Xuecheng and Igbal, 2022). The concept proposes that there is no universally
applicable leadership style and that successful leadership requires adapting behaviours to match
the specific circumstances (Rodi¢ and Mari¢, 2021).

Unlike the Hersey-Blanchard model, servant leadership places importance on qualities like as

modesty, honesty and interpersonal acceptance, which are not directly addressed in the previous
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model (Xie, 2020). Servant leadership functions by fulfilling the needs of followers, cultivating
employee engagement in their jobs and encouraging behaviours that benefit the organisation
(Nichols, D. Anderson and Erakovich, 2020).

2.2 Affective Employee Commitment
Meyer and Allen's three-components model is currently the most frequently recognised
framework in research. Affective commitment relates to the psychological connection, loyalty
and engagement of an individual towards an organisation. On the other hand, continuous
commitment is characterised by a lack of emotional attachment, where individuals remain
committed to the organisation primarily due to the advantages and incentives they receive, as
they are motivated to maintain their accomplishments and status. Normative commitment, as
the third component, relates to the employee's connection with the organisation that originates
in their professional principles, loyalty and moral dedication (Khadija Hiba, 2023)
Affective commitment is the emotional bond and feeling of belonging that workers experience
towards their organisation (Alves et al., 2020). This emotional bond leads to favourable
sentiments towards the organisation and an inclination to stay affiliated with it (Morrissette and
Kisamore, 2020). Research conducted by Saira et al. (2020) has demonstrated that affective
commitment has a beneficial effect on work satisfaction, reduces turnover intention and fosters
a sense of loyalty among employees.
Organisations gain value from individuals who possess a strong affective commitment since
they are more inclined to make significant contributions, invest more energy, and display
improved performance (Estigoy and Sulasula, 2020). In addition, affective commitment has an
impact on employee engagement, work performance, and organisational citizenship behaviour,
as stated by Syadina, Purnamo and Anggraeni (2019).

2.3 Impact of leadership styles on Affective Employee commitment
To evaluate the influence of leadership theories on the affective commitment of employees, we
may get valuable knowledge from a range of research studies. Studies have found a positive
association between behavioural theories, such as transformational leadership, and increased
levels of emotional commitment in workers (Nguyen et al., 2020).
Furthermore, studies have indicated that leadership styles can encourage favourable conduct
among employees, resulting in higher emotional attachment and dedication (Aranha, Thomas
and Saldanha, 2019).
Additionally, researchers have investigated the role of affective commitment in mediating the
connection between different factors, such as organisational equity, confidence building and
ethical leadership. These studies have highlighted the significance of affective commitment in

improving employee outcomes (Waribo ef al., 2019; Xue et al., 2021).



3. Research Methods and Methodology

Choosing an appropriate sampling method during a research investigation on the influence of
leadership styles on employee commitment necessitates an in-depth plan. Saunders' research
onion offers a systematic framework for developing research methods (Rauniyar et al., 2022).
Considering the context of investigating the link involving leadership styles and employee
commitment, a quantitative data-gathering strategy may be useful.

3.1 Research Philosophy
Inspired by thinkers like Descartes and Locke, positivism has its roots in the Enlightenment era
of the 17th and 18th centuries. Positivist research aims to establish connections between
variables or explicable connections that will allow someone to manage and anticipate the
particular occurrence under study (Park, Konge and Artino, 2020).
Positive philosophy will be the centre of the research.

3.2 Research Methodology
Measuring volumes is the basis of quantitative research. It works for things that have a
quantitative explanation. In contrast, qualitative research focuses on descriptive events,
meaning they are related to or involve quality or type (Kothari, 2004, pp. 1-4).
This study utilises a quantitative research methodology, adopting a survey questionnaire as the
primary data-gathering instrument. The research project intends to explore the viewpoints of
individuals to determine the influence of leadership styles on employee affective commitment.

3.3 Research Paradigm and Approach
Positivism is in agreement with the deductive model of scientific findings, which relies on the
testing of theories that are established beforehand and experimentation through the
operationalization of variables and measurements. The outcomes of the hypothesis assessment
are then utilised to gain knowledge and understanding (Park, Konge and Artino, 2020).
The research will utilise a deductive method to assess the influence of leadership styles on
employee commitment, based on the findings from the literature review. This will be achieved
by analysing the obtained data.

3.4 Research Strategy
According to Johannesson and Perjons (2014) to provide more specific direction on data
collecting and analysis, research methodologies must be added to a research strategy, which is
crucial for directing a researcher during the design, implementation and monitoring phases of
a project. Specific guidelines on how to perform the investigation are provided by research

methodologies, which include questionnaires, interviews and methods of statistical analysis.



This research will utilise a questionnaire that comprises three sections: one for gathering
demographic variables (such as gender and age), another for identifying the observed leadership
style, and a final component for measuring employee commitment.

3.5 Sampling methods
Probability sampling approaches are the most suitable sampling method for investigating the
Impact of Leadership Styles on Employee Commitment. Probability sampling approaches, such
as stratified sampling, offer reliable representation across several organisational levels and
departments (Agung, Mohyi and Nurhasanah, 2021). The stratified sampling approach enables
an expanded view of how different leadership styles influence employee commitment at various
organisational levels.
The individuals who were of interest were those who worked in a manufacturing firm located
in the United Kingdom. To conduct this study, Ceres Power Ltd was chosen aim to utilise a
sample size of 100 employees.

3.6 Data collection
A questionnaire is used to gather data and it is done online using Microsoft Forms. The
participants are given the link to the questionnaire, which allows them to complete it. In the
beginning, the research author made contact with the production leader of Ceres Power Ltd,
Redhill, as well as the representative of Human Resources, who approved collecting data from
employees within the operational department.
Additionally, I have obtained permission to utilise Ceres Power's internal communication
channels as an instrument to distribute the questionnaire, without incurring any costs for the
author.

3.7 Data interpretation and analysis
Idha et al. (2022) highlights the standard procedures for quantitative research, which include
problem definition, hypothesis or research question formulation, literature review and
quantitative data analysis.
The data analysis approaches in quantitative research involve the objective utilisation of
statistical tools to analyse the gathered numerical data (Putri, Hadi and Izzah, 2021). Regression
analysis is a widely used quantitative analytical instrument that will measure the connection
between independent factors, such as various leadership styles, and dependent variables, such
as employee commitment. SPSS will be utilised by the author to analyse the results.

3.8 Time prospect of the research
The author will undertake the research for ten weeks beginning in June. For the purpose of
keeping track of all of the processes involved in this research, a Gantt chart, which can be seen

in Appendix 1, was constructed.



3.8 Ethical consideration
The researcher will get informed permission from the participants, ensuring that they are fully
aware of all aspects of the study and that no information regarding the use of their data will be
concealed from them. The participant's identity and confidentiality will be maintained, and their

names and identities will not be disclosed unless they provide their consent.
4. Conclusion

Leadership styles and their effects on employee commitment is a complex subject, particularly
when it comes to the manufacturing sector. The goal of this research is to analyse the way
various leadership styles influence the affective commitment of Ceres Power Ltd.'s employees.
While there is some evidence that leadership styles do have a direct effect on commitment, not

much is known about how various styles of leadership influence affective commitment.
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