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Abstract
Employees are considered as the most indispensable assets of organizations. In order to effectively utilize the assets, the employee should be fully committed to the organization. As leadership style can influence motivation levels of employees, it can aspire people to achieve the strategic goals of the organizations. The purpose of this study is to carry out a deep qualitative analysis of the two variables and assess if transformational leadership influence the employee commitment. Therefore, this study will investigate the relationship between transformational leadership and employee commitment among IT Sector of United Kingdom. The sample size selected for this study is 100 respondents from the people working It sector. The findings of the study will confirm if there is any relationship between the two variables. the study will investigate the impact of leadership on any of the three components of employee commitment. This study will help the organizations to develop transformational leadership styles to improve the level of commitment of employees of IT industry. This study will help organizations to retain and keep their employee turnovers low. 



Introduction
Human resource is one of the critical and valuable resource to effectively run organizations (Mosadragh, 2003). Highly skilled and competent workforce is crucial to achieve organizational goals and objectives. The profit and success of business depends on the dedicated and devoted workforce and considerate leadership. In this era of globalization, organizations are constantly operating in hyper competitive environment thus human resources are crucial for their survival. Diversity of workforce is a challenge for managers. The physiological, psychological, cultural diversity of employees make it difficult for a leader to manage his team. Therefore, effective team and workforce management depends on the quality and type of leadership that organization has (Albion & Gagliardi, 2007). Leadership unites people towards the attainment of similar goals. Hence organization are working hard to develop and improve the leadership skills. As the literature suggests transformational leadership is an approach to inspire and transform people (Hall et al., 2008). 
To bring a positive change in attitude of people and to inspire them to achieve a common goal leadership styles must change from autocratic to more contemporary style (Dess et al., 1998). Contemporary leaders use different approaches to motivate, assist employees inspire them with mission and vision of a business and give them hope. They motivate them to think creatively and encourage them to speak and contribute in the success of business. These characteristics are core qualities of a transformational leadership style to enhance organizational success and improve level of job satisfaction and employee commitment of workforce. Job satisfaction measures the level of satisfaction of people with their job and work. The success of any organization depends upon the workforce. Satisfied and committed workforce is more productive and hence more profitable for the organization. Level of job satisfaction among employees creates a positive attitude in them and increase their commitment towards the organization (Saari &Judge, 2004). Job satisfaction raises the morale of employees and hence their performance. Moreover, highly levels of job satisfaction ensure commitment of employees towards organization. It has also been established that satisfied employees are more innovative and contributes more in the operations thus helping in businesses to grow. They can bring positive energy to workplace and help in bring positive changes beneficial for organization making them able to compete globally.
Organizations endeavour for long-run growth. Success of any organization depends on numerous factors extending from external to internal factors: workforce or human resource is vital for survival of organization. Effective management of its resources provides them a competitive advantage. It can be said that human resource is the most crucial factor that drive and exploit all the other resources of the companies. So, procuring, supporting, and retaining the best employees is an accomplishment for any organization. The goal of the organization is not to hire people to get the job done but to find effective and competent workforce. 
It is becoming a need of the time to get a good workforce that can offer the best returns. A committed workforce is important for the organisation. Commitment towards the organisation is important to both employees and the organisation as the research proves. Employee commitment towards organization is crucial not only for employees but for organization as well. Employee commitment has been a significant researched topic and has been a most important component in determining organizational performance (Ricketta, 2002) and success (Lashinger, 2011). Organizational committed can be divided into three components as affective, normative and continuance commitment (Meyer and Allen, 1979). Affective commitment is the most important out of all these three factors and it can be described as the feeling when employees associate them and their identification with respect to organization.in other words, affective commitment is the emotional attachment of employee to its organization and the sense of belongingness and their identification is because of that company. “Normative component can be defined as the sense of obligation to continue employment”. Whereas, continuance commitment can be described as the feeling or awareness developed in the employee where he can do a cost benefit analysis of leaving the employment. (Allen and Meyer, 1991).Each of three factors determine the relationship of employee with its organization whether it will have implication for continuing or discontinuing work and can be affected by different anterior experiences or may have different consequences (Meyer and Allen, 1991). Allen and Meyer developed measurement instrument for employee commitment. Each instrument is 8 items tool for each of the component of employee commitment. Later, the scales were revised and was transformed into 6 item scale for normative commitment. The scale originally formulated was more focused on the socialization of employees while the revised tool measures the obligation felt by employees towards their employment including the obligation to receive the same benefits from the organizations (Meyer and Parfyonova, 2010). The continuance commitment is a bi-dimensional component, one of it represents the shortage of alternatives and the other dimension is reflection of the costs of leaving the employment (McGee and Ford 1987; Meyer, Allen, & Gellatly, 1990). Powell and Meyer (2004) have done some revisions to the scale. The focus on employee commitment is more important because it defines the relationship of employee and its organization. The stronger the relation is the more committed the employees will be. It will enhance the employee satisfaction. Also, higher employee commitment results in lower turnover rates (Steers, 1977). Committed employees are more likely to be productive and can deliver better services. The less satisfied and less committed people are likely to quit their jobs because of their weak relationship with their organization. If employees are not feeling connected and involved in their organization they can get exhausted by the work and they can develop depersonalized views about people who they work for and they are not achieving much in their life hence, they become less enthusiastic in working towards attainment of organizational goals. Then they are more prone to quit the employment. Therefore, employee commitment is really important for organizations to keep their employees motivated and also reduce the turnover of employees. 
Leadership plays an important role in influencing the employees’ attitude, the motivation of employees, and the performance of the workforce. All these factors determine the commitment of employees (Bass 1985 and Stogdill, 1963). Therefore, the relationship between organization and the employee is influenced by the leadership styles. Ramchandran and Krishan (2009) established that leadership styles is the most contributing factor in determinant of employee commitment. There are two main styles of leadership i-e. transformational and transactional (Bass (1985) and Stogdills (1963). Transformational leadership inspires people to work beyond their solace and do their best in order to achieve organizational goals (Bass, 1985). Whereas, Transactional leaders persuade people to achieve the predictable performance level by making them familiar with job responsibilities and their goals. (Chiun et al., 2009). Based on the available literature, transactional leadership is a mixture of three components from active management by exception, passive management by exception and contingent reward (Bass and Avolio, 1994). Transformational leaders are keen, inspiring, and paying attention to the success of every member of the group. As the literature suggest employee commitment is influenced by the attitude, motivation level, behaviour, culture, and performance. Transformational leadership is positively associated with all the above-mentioned factors and since they enhance the employee commitment for both employees and organizational level (Dumdum et al., 2002). 
Leadership influences the employee commitment. It has been established from the researchers that employees who are pleased with their manger, supervisors, or leadership of the company, feel valued and feel that they are being treated with respect are more attached with their organizations (Stup, 2006). This study will investigate if transformational leadership has an impact on the employee commitment in the IT sector of United Kingdom. There is not much literature available related to these variables in IT sector of United Kingdom which provides a substantial research gap. most of the available research is in the medical sector of the country. In this study the effect of transformational leadership on employee commitment will be studied. Moreover, most of the studies have studied the impact and calculated the impact of transformational leadership but this study will be focused on qualitative analysis of this relationship in the IT sector. As the world is more globalized and technology is crucial in our daily life. There is not a single market that is not using IT. it is one of the most growing field and the life of employees is also difficult because in this industry the nature of the job requires you work odd and long hours. it is therefore of great importance for organization to keep their employees motivated and satisfied. This research will be purely qualitative research. 
Problem statement 
The information technology industry has been a topic of research over past decade. The employee commitment has also been given importance by many researchers. Since human resource is one of the most important and invaluable assets. Therefore, maintain and retaining the best workplace is crucial for any organization. Specially for the organization that are dependent on the skills set of human minds it is essential to invest in hiring the best possible and retaining it. The employee commitment is therefore is of great importance for IT industry. Organizations wants to adopt and develop any strategy to attract and retain qualified employees. I want to study the employee commitment and leadership style of this industry and investigate the link between two variables 
Research Objective 
The purpose of research is to study the variable in detail and is there any relationship between transformational leadership and employee commitment. Does transformational leadership facilitate the organizational commitment? 
Literature review
Employee Commitment 
Organizational commitment of employees is vital issue and organization has been giving much importance to it. Companies are always looking for committed work force to achieve the organization goals. Organizational commitment is an indicator of performance and turnover of workforce. (Morris and Sherman, 1981). 
There are many definitions and measures of employee commitment. The earliest most definition of employee commitment was presented by Beckeri, Randal, and Riegel (1995). The definition was three dimensioned, a strong aspiration to remain a part of a specific organization. 2. Keenness of employees to put in more effort on behalf of the organisations. 3. Employee embraces the values, aims, vision and goals of the organization. Employee commitment has also been defined as the commitment reflected in the persons loyalty to its company and his concern for success of the organization (Northcraft and Neale. 1996). Organizations commitment is also influenced by personal attributes of the employees, organizational factors, and non-organizational factors. Personal attributes comprise of employment and disposition. Organizational factors include job nature, leadership styles, environment, and culture while non-organizational factors mean job alternatives. Therefore, all these factors determine the commitment of working staff (Nortcraft and Neale, 1996). 
Later, Mowday, Porter and Steer (1982) defined employee commitment as attachment and loyalty towards their organization. They again separated the concept of employee commitment into three components that include identification of strategic long term, short term goals and values of the company. Secondly, employees desire to be a part of the organization. Also, the employee should be willing to put an effort on behalf of the organization. Salancik (1977) defined employee commitment as a condition which bounds the employee into working for the organization so that he become a stable part of the organization. It can be deduced from this definition that some factors are crucial to bind employees to the organization which includes involvement of employees, the irrevocability of outcomes and the extent to which an employee can act voluntarily. Hence employee commitment can be enhanced or utilized by involving workforce in the decision-making process (Salancik, 1977). 
The three-component model of organizational commitment has been used by numerous researchers for measurement of employee commitment. 
 Mowday and McCade (1979) said that it is easier to attain strategic goals of the organization when there is a strong relationship between employees and organization. As mentioned earlier Meyer and Allen (1979) divided employee commitment into three components which can be measured separately. The three components are normative, affective and continuance commitment. Continuance commitment is the type of commitment in which employees are working for the organization because they cannot bear losing the job. The normative commitment is the kind in which employees continue to work for the organization because they feel that they are obliged to work with the organization. In affective commitment is due to the identification and involvement of employees in organizations in the attainment of strategic goals of organization (Meyer and Allen, 1997). 
Organizational commitment has an influence on employee turnover. Both employee turnover is absence are adversely affected by the employee commitment whereas Guest (1991) didn’t find any relationship between employee performance and commitment. Therefore, it can be concluded from this research that commitment does not have any magnified or direct impact on performance as job motivation. The impact of commitment is not direct and immediate.it is rather a broader concept and it keeps the person running during the transient phase of employee’s job. The employee can be dissatisfied with a particular feature but still fully committed to the organization. Amstrong (1999) said that mangers must define strategic goals and values for their subordinates but its is crucial for employees to behave in a certain manner which is according to the values and goals of the organizations. Enhancing commitment would include good communication between management and employees, training, and development of employees, empowering them and the improvement of performance and reward management system. 
Researchers have established that affective and normative have positive relationship with performance and behaviour of employees whereas continuance commitment is negatively related (Hackett, Bycio, and Handsoff, 1994; Shore and Wayne, 1993). The study was conducted on the library employees. Hence, as the results suggest that library employers should focus on the commitment of their employees and develop strategies to enhance the performance of the employees. It has also been proved that age of employees is positively influenced to affective and normative commitment but not with continuance commitment (Meyer and Allen, 1997). The study conducted by Meyer and Allen (1991) investigated the factors that determine job satisfaction and organizational commitment among the blue-collar workers. They found that promotion opportunities, satisfaction, the intrinsic and extrinsic exchange as well the rewards are associated to employee commitment. 
Nevertheless, continuance commitment is when the person is only committed to the organization because of the material benefits attached to the job (Akintayo, 2010). In other words, they remain attached to the organization because they are afraid of losing the material benefits that they have acquired over a course of time like salary increments, share options and promotions. Therefore, normative component is more relevant and important because the employees believe they are obliged to work because of both material and intrinsic rewards they are being given by the organization (Lamber 2006; Rehman and Waheed, 2012). Employees feel indebted to their organizations and they are more loyal to them if they feel that they are being valued and taken care of. Hence organization needs to create a culture and environment for their employees to make them feel valued and respected. Their loyalty towards their organization can increase their commitment levels. Another study was conducted by BinBakr, and Ahmes (2015) in which they used Meyer and Allen three components of employee commitment. They measured the employee commitment levels of faculty members in Saudi Arabia. The relationship of employee commitment and faculty demographics was also researched. A research survey was conducted among 185 teaching staff to study their commitment to their organizations. The deduced results of the study revealed high levels of organizational commitment among faculty members. The organizational commitment proved to have significant positive effects on the performance of teaching staff. Hence organization can work on the factors like employee compensation, training, and promotions of employees. Academic ranks of staff, training and development are positively related to employee commitment in their study. 
Other than these components organizational culture, organizational culture, job satisfaction, attitude, behaviour, and motivation of employees. Leadership is one of the important determinants of organizational commitment. Researchers from around the world have widely discussed leadership as one of the major topics of their interest (Kuchler, 2008). There has been so many different descriptions and definitions of leadership that attempt to explore the concept in their own unique way. Also different researchers have used different theories and methods to analyse leadership.  An early definition by Stogdill (1948) states that leadership is associated with activity and getting the work done, and a leader is someone in a responsible position who coordinates and oversees activities of a group of people who work together to attain a common goal. By another definition, leadership has been described as a process that influences people in a way which ensures that desired results are achieved (Jong and Hartog, 2007). Lok and Crawford (2004) stated that leadership is a key factor in determining a firm’s success and failure. According to Bass (1990), traditional theories regarding leadership had mainly focused on leader being someone who assigns tasks and employees fulfil them in return for rewards. Transformational leadership is a modern approach to leadership which does not have limitations of a traditional model.
Transformational leadership 
The concept of transformational leadership was first given by Burns (1978). He stated that a leader observing transformational leadership encourages the followers to uplift level of their motivation, morals, beliefs, and perceptions with the organization’s objectives. A transformational leader correlates the concept of individual benefit with team benefit (Antonakis and House, 2014). Transformational leadership comprises of four components (factors):
a) Idealised Influence: The transformational leader serves as a role model and acts in innovative ways to positively influence followers. The leader personifies qualities he/she desires to see in the followers (Bass, 1990; Day and Antonakis, 2011). 
b) Inspirational Motivation: The transformational leader inspires people by presenting a vision to the followers and encourages them to work towards achieving things that are in sync with that vision (Day and Antonakis, 2011).
c) Intellectual Stimulation: The transformational leader stimulates intellect of the followers so that they demonstrate creativity and innovation (Bass, 1990; Day and Antonakis, 2011).
d) Individualized Consideration: The transformational leader shows concern for each follower and acts as a mentor to all. Such leader assigns tasks keeping in view an individual’s personal interests and skill set and acknowledges the contribution of each individual in team effort (Bass, 1990; Day and Antonakis, 2011).
Transformational leadership can yield productive outcomes when applied in an organisation as argued by Gill et al. (2006). They concluded that through transformational leadership organisations can help reduce job stress and employee burnout. Bass (1999) found that employees under a transformational leader have a perception of deeper meaning in work-related activities and show more self-assurance. Transformational leaders see beyond the short-term goals and have a long-term view. They are focused on future needs of the organisation and due to their outlook and perspective are more of leaders than merely managers (Kotter, 1990).
Relationship Between Leadership styles and Employee Commitment
A study was conducted by Glisson and Derrick in Adeyemo and Aremu (1999) among 319 human service organization employees. They investigated the impact of various variables like job role, organization, and characteristics of the employee on job satisfaction and employee commitment. Results showed that role uncertainty and skill levels are best determinants of job satisfaction whereas the employee commitment is best predicted by leadership and age of the organization. There are numerous factors that determine the organizational commitment of workforce such as organizational culture, motivation, age, job role and performance and leadership style. The most crucial and critical determinant of employee commitment is Leadership style (Mowday et al., 1982). Leadership style and employee commitment are positively associated. Also, he proved a positive relationship between leadership and all the three components of employee commitment (Shirbagi, 2007). Similar results were concluded from another study by Williams and Hazer (1986). The results suggested employee commitment is significantly and positively influenced by leadership style. Although there are many leadership styles, but the focus of this study will be transformational leadership. furthermore, it has also been stated that there is a significant positive relationship between transformational leadership and organizational commitment. There is no significant correlation between organizational commitment and transactional leadership. Also, they are not positively related to with each other (Lee 2004). There is some evidence that leadership is only concerned about the productivity of the workforce and is ignorant towards feelings and emotions of employees. Therefore, the study suggested that transformational leadership style should be adopted by the leaders to improve satisfaction, commitment, output of workers and to decrease the employee turnover (Cumming et al., 2010). Job satisfaction and is influenced by leader’s performance and communication between leadership and employee. (Miles and Mangold, 2002). Satisfied employees are more likely to be committed to organization as mentioned earlier in the literature. Transformational leadership enhances the job satisfaction among employees (Al-Hussam, 2007 and Hamidifar, 2009), which in fact is the antecedent of employee commitment. 
Another study was conducted on nursing staff in a public hospital of Singapore to investigate the effect of transformational leadership on organizational commitment. It was concluded that transformational leadership positively impacts the organizational commitment (Avolio, 2004). It has been proved that transformational leadership is a better style than the rest. Transformational leadership improves the productivity and organizational commitment (Limsili and Ogunlana, 2008). The transformational leadership style facilitates the employee commitment. It was also concluded that employee commitment and transformational leadership are positively associated to each other (Yusuf, 2009). Hence, transformational leadership is the most efficient style of leadership influencing the organizational or employee commitment of employees. 
Hence it is evident from the literature review that there is an impact of leadership on the employee satisfaction, attitude, behaviour, and performance. Therefore, I would like to use explore these variables in IT industry. Does transformational leadership style have any impact on the employee commitment. Can organization use transformational leadership style to enhance the employee commitment. Also, leadership influences which components of the employee commitment and how. none of the researches are conducted in the IT industry. We need to understand the variable more closely so the relationship or associated can be identified. 
Research methodology 
I will conduct a qualitative research with interviews and focus groups. The research strategy I will use is survey research which is conducted over a comparatively bigger sample size therefore the sample size will be of 100 respondents. I have chosen this method because most of the researches have been conducted on the available research and are quantitative. The impact was quantified for most of the industries. In this study I want to understand the variables closely so I can identify any association. Explanatory research will identify any theoretical pattern in the findings. The findings of this study are then can be tested using quantitative methods. Hence results can be generalized easily. Usually quantitative studies are conducted for these variables to measure the impact or relationship, but the need is to understand the variables closely and find if the association exists. Leadership does really influence the organizational commitment. How does it influence the employee commitment? Which components of organizational commitment are influenced by leadership style? Is transformational leadership facilitating or hindering the employee commitment? How does it facilitate or hinder the employee commitment? 
The ideology behind the study is to explain variables in detail and explain any relationship that exists in between employee commitment and transformational leadership. I am going to use interpretive strategy because in my opinion both variables are subjective, and they cannot be quantified as it is. There is a need to understand what makes employee more committed to the organization. How an organization develops characteristics of transformational leaders in order to inspire employee. 
This methodology covers both factors that is explanatory and interpretive. The researcher will be central to the research process. The researcher has a control over the process. Researcher will obtain information as well as the opinions of the respondents. The recording of the opinions and identifying a theme and pattern requires interpretation (Willing, 2008). 
According to Willing (2008) when the ontological and epistemological approach is being reflected it is vital to provide a clear picture through which reality and truth can be deemed. The sole purpose of qualitative research is to use problem solving approach. Hence the research paradigm being used is interpretivism in which people aim learn through reading, thinking, or analysing to identify aa relationship between different concepts. In order to relate the two concepts interview focus groups methods are being used in this study. 
The ontological position of the researcher is originally based on social constructivism and multiple realities exist. The variables selected are both subjective and are influenced by the behaviours and actions of the social actors. The ontological position states that social phenomenon is being influenced by the social actors and is also being determined by the actions of the social actors. The interpretation of every individual is different than the other so is their truth and reality. That is why opinions and viewpoints are important. The study involves multiple interpretations from interviews and focus groups.it involves viewpoints of many respondents. It will focus on the opinions of the respondents how they believe the commitment is facilitated. The researcher will try to identify the thematic pattern or framework in the collected data 
Sample Size 
The sample size for this study will be large comparatively. The sample size is large in order to ensure reliability and credibility of our data. The respondents will be selected from people working in IT industry. The respondents will be selected using purposive sampling. In order to generalize the findings of the study the sample size needs to be representative. Therefore, the respondents will be collected in proportion according to the size of the firm. Since bigger IT firms have more standardized structure and there is more strong leadership and hierarchical structure than small IT firms. More percentage will be selected from bigger companies. The sample should be representative of the population in order to attain generalizability of research. 
Purposive random sampling is a sampling technique used in qualitative research method foe selection of the respondents that have information and effective insights to provide the required information by the research (Patton, 2002). The people of interest are knowledgeable and have information regarding the topic under research. (Cresswell & PlanoClark, 2011). The researcher will select the respondents based on the following criteria:
· People who are residing in UK and full-time working employees in IT sector of United Kingdom
· People working at junior and lower levels in IT industry
· Mangers and people who are in decision -making positions in IT companies
· Team leaders in IT based firms in United Kingdom 
The research is not going to be centred on any specific gender therefore, in order to reduce bias sample would be representative of the people working in the IT industry. The participants will be contacted through email and telephone. They will be invited through email and then telephone to resolve any queries before the interview and focus group and to receive their consent. 
Research Tool
As mentioned earlier the research tools that will be used are semi structured interviews for collection of data for the study. The place of the interview will be selected according to the ease of the participants. 
Data collection 
Data will be collected through semi structured interview and focus group to record the opinions and information regarding the topic under study. The choice of semi-structured interviews has been made to allow people flexibility and space to completely address the issue without any restraints. Each interview time will 40-50 minutes 
The questions in the interview will be open-ended questions so that respondents can share more information. The interpretation for the researcher will be more reliable. Although the process will become lengthy in this case but in order to record more reliable data it must be detailed.  The order of questions and wordings of questionnaire should be same in surveys. The researcher will allow people to talk about their opinion in detail so she can gain maximum information. The main responsibility of the researcher will be to rule out personal bias and judgement during data collection phase. 
I would also like to conduct a pilot test before conducting final interviews to validate my questionnaire and to develop the skills required to collect data from these interviews. Also, before conducting the interviews the researcher will get consent form signed from the participants. Before the interview, the researcher will explain the respondent regarding the interview and what to expect in it. The interview will be recorded with the consent of participant. The names and basic identity of the participant will remain anonymous to maintain the confidentiality and anonymity. This is necessary so that there are no ethical issues later in the study. The identity of the respondent will be completely anonymous. Along with recording the interviewer will take notes of every interview and focus group. 
Ethics:
I will fully comply with code of Human Research Ethics 2014 to keep the respondents safe from any harm. The questionnaire prepared for this study will be first assessed by University Research and ethics committee. Once university’s research and ethics approves the questionnaire then researcher will begin the data collection in order to comply by the rules. 
Responsibilities of Researcher:
The researcher will respect the individual privacy, cultural differences, age, race, ethnicity, opinions, gender, roles of individuals or anything related to their personal life and their choices. I will abstain from any judgements regarding, ethnicity, background, or personal characteristics of the participants. The researcher will respect and avoid any judgement during any kind of interaction between participants and the researcher. Participants will be made aware of the aim and purpose of the study. The purpose and research objective will be explained to them in detail. They will be given some time to decide whether they want to participate and to give their consent. I will not breach confidentiality agreement during or even after the interview. The researcher will maintain the anonymity of respondent unless stated otherwise. For example, if a respondent wants to be identified and have given the consent to the researcher. 
There is another responsibility of researcher to maintain quality and integrity of the questionnaire. Therefore, I will design, review, and conduct a pilot run to ensure the reliability and quality of data collected. The data will be transparent and free of judgement of the researcher. 
Conclusions
Based on the available literature review in the other industries preliminary assumptions can be drawn. Leadership style is antecedent of employee behaviour, motivation, attitudes, and morale. The transformational leadership style Inspires people work and go beyond their normal potential and achieve the strategic organizational goals. In my opinion the two components of employee commitment will be influenced by transformational leadership style. Affective component deals with the identification of person with the organization. Since the transformational are good in aspiring people to achieve the maximum and best of their self so it can impact the persona and image of organization for the employees. Transformational leaders are empathetic and are concerned about every individual of the team therefore they are able to convince employees that they are taken care of, they are involved in the growth of organization and they are valued. Hence it can influence the affective component of employee commitment. 
Recommendations 
Once the relationship between two variables have been identified with the help of this study. The magnitude of the impact of transformational leadership on employee commitment can be calculated in a quantitative study. There has not been any research present in the literature that studies the relationship of transformational leadership and employee commitment in IT sector. There is one limitation of the study that the I have selected two variables in the start that I want to study due to which there is restriction to study these variables only. However, employee commitment can be influenced by numerous factors so there is scope for grounded theory study to identify the determinants of employee commitment. 



Reflective Essay 
For the proposed research study, I will be using Survey Method for the data collection. This method has been selected because I want to generalize the findings. the survey method will comprise of survey by interviews. Although it will be lengthier and costly than the questionnaire-based surveys, but the purpose of interview method is to record all the response, behaviour, and their attitude towards the topic under study. The ontological position behind this study is that reality is influenced by the actions of the social actors. The approach the I am using is social constructivism. 
This study is not entirely based inductive approach as this study has been conducted before for different industries. The research framework is slightly existing in the literature and earlier studies. When the researcher makes use of the existing literature to set the research questions, hypothesis and objectives or the research make use of the older researchers to devise a framework for the topic under research is called deductive approach (Yin 2014). Although there are some limitations of using the deductive approach is that the researcher will be restricted to use the already existing framework, and would nit be able to fully explore the opinions and interpret them. This approach on the other hand will have the advantage that since you have a familiar framework and theoretical perspective so it will be easier to link your study to the existing literature in my particular subject area. I have not used inductive approach because these two variables have been discussed and studied before hence this method is more accurate for this study. 
Then, comes the methodology that I will be using in this study. Although my research is purely qualitative, I want to generalize the findings of my study so this relationship can be tested quantitively to measure the magnitude of impact of transformational leadership. This study will explain the variable in detail and then identify the relationship between two variables. the data will be collected through interview-based survey and focus groups. Surveys can be used in both qualitative and quantitative research. Survey is used to study how population think and behaves regarding the topic under research therefore results are more generalizable. Survey will consist of open-ended questions so descriptive and in-depth information about the relationship between transformational leadership and employee commitment. Although surveys give you more control on the data collection process but interview survey is slightly less controllable. 
Following are the differences between the chosen methodology and other qualitative research methods
Survey method can be used to collect opinions and factual information about the respondents. Also, the research has been based on social constructivism and interpretivism. The interview-based survey will allow to collect data on larger scale as compared to case study or action or phenomenological study in which very small samples are used. However, data collected through survey strategy is from a real life setting but the researcher is restricted by the variables selected for which you can collect data. Similar to surveys case study is also carried out in real life setting to do an in depth analysis of a particular case in light of the particular phenomenon under research whereas experiments are conducted in highly controlled setting, the variables are highly controlled due to which results and findings are at great risk. Case studies are generally carried out for in-depth analysis of one case or multiple cases hence this strategy is appropriate when in depth analysis of particular organizations or few organizations is required. This method is not suitable for people working in IT sector all over United Kingdom. The findings thus can not be generalized because of the small number.
Survey is also different and preferable in comparison to ethnographic study because ethnography is a demanding methodology because of time duration required to carry out the research and the intensity of the data collection. Since the time and financial resources required to carry out an ethnographic study. Also, ethnography is usually used to study culture or study of people or group of people. Ethnographic researches are also being by organization but conducting a market research using ethnographic strategy is more appropriate. Eventually due to time horizon and less resources ethnographic research is not preferable option.
Action research is the strategy which focuses on research and action or specifically it can be said that action that leads research or initiates and promotes the change in organization in real life. Action research was first used by Lewin (1946). This method is used by organizations to solve a real-life organizational issue by using collaborative approach. The researcher must be a part of the organization. The information and knowledge are shared on all levels hence the relation between participants and organization can be more complex (Coghlan, 2011).  The basic purpose of using this strategy is to provide solution to organizational problem through constant learning by using five steps Identifying issues, planning an action plan, taking an action and then evaluation of the action plan. Although the research starts from a research question but during these stages the questions evolve. Hence this strategy is not feasible for conducting a research on topic stated above. Firstly, being part of the organization is essential. The research questions and objective that you select according to the theoretical framework evolves with stages of the research whereas I want to study the relationship of two variables and their impact on each other. Moreover, the results of action research will not be generalizable. 
Another methodology that can be used to conduct a qualitative research is archival research strategy. Due to digitalization of data the access to online data and archives is easier therefore archival strategy means to design a research depending on the resources like university archives, organizational data, governmental and media. This strategy is not preferable to my study because my study requires people responses. 
Grounded theory Is closer and is quite close to preference for my research. The grounded theory is basically inductive in nature. The research has to develop a theory that is grounded in the data. Theory is developed through series of observation (Glasser & Strauss, 1977).  Theory is developed as a result of this strategy hence practical application of the findings is evident. A theory is developed as a result of this strategy hence the generalization of results is easier. It is good way to develop new theories, but this method can also be time consuming. This strategy was not selected because I have decided the variable beforehand. They are not being selected on the basis of the preliminary observations. Also, I have not used inductive approach in my research hence this methodology is not suitable for my study. 
In the end, if I compare the quantitative research methods with qualitative research method then the comparison is quite easy. The selected variable transformational leadership style and employee commitment are both subjective and interpretive. These variables are composed of different components. There are many determinants of these variables. they should be studied in detail. Also, they have been used in quantitative researches few times for various industries. Yet there is no theory that relates the two variables or explain the relationship of two variables. therefore, I want to investigate the relationship between the two variables. then afterwards, the relationship can be quantified. 
The quantitative researches are based on positivism which believes the reality is always measurable quantifiable. All the variables can be calculated whereas qualitative researches focus on interpretivism which believes that truth is affected by the actions and behaviours of the individuals. As a positivist you draw hypotheses based on the existing literature these hypotheses are then tested and confirmed through experiments whereas in qualitative data researcher use inductive approach. In quantitative research the researcher separates himself from the research and data collection to avoid bias whereas in qualitative research, researcher becomes part of the data collection process. 
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	Understand people’s behaviour from their perspective.
	Seeks factual and figures to understand social phenomenon

	Research has less control on the data collection process
	The data is gathered through controlled and measured process.

	Researcher is close to data being part of the research process so it can give an insider perspective 
	This is more of an outsider look on the situation. 

	Rich, real and detailed data 
	Reliable, replicable data 

	Findings are less generalizable if the same size is small or case specific. 
	The findings of quantitative studies are more generalizable due to the large number of sample sizes. 

	Believes reality is dynamic 
	Reality is assumed to be stable.

	Mostly studies are based on grounded theories, inductive, abductive approach, descriptive and exploratory 
	Studies are deductive, scientific method based; verification based. 
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