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MULTI-FACTOR LEADERSHIP AND INTERNAL COMMUNICATION SATISFACTION AS PREDICTORS OF ORGANIZATIONAL 
COMMITMENT IN COMMERCIAL BANKS    

ABSTRACT
This descriptive-correlational study examined the extent to which multifactor leadership and internal communication satisfaction predict organizational commitment among employees in commercial banks. The research aimed to elucidate the dynamic relationships between leadership practices, communication processes, and employee commitment within the banking sector. Data were collected from 200 employees across 15 commercial banks using validated and adapted survey instruments. Statistical analyses, including mean, standard deviation, Pearson’s r, and multiple regression, were employed to interpret the findings. The results indicated that multifactor leadership was a prominent characteristic of bank managers' leadership practices, while internal communication satisfaction was highly observed among employees. Employees also exhibited a high level of organizational commitment. Correlation analysis revealed a significant positive relationship between multifactor leadership and organizational commitment, whereas no significant relationship was found between internal communication satisfaction and organizational commitment. Moreover, multifactor leadership emerged as a significant predictor of organizational commitment, while internal communication satisfaction did not demonstrate a substantial influence. These findings underscore the pivotal role of effective leadership in fostering organizational commitment among employees. In contrast, the role of internal communication in this context appeared limited. Bank administrators are advised to adopt transformational leadership approaches and integrate leadership development programs to enhance organizational commitment. Additionally, fostering transparent and timely communication should remain a priority in organizational policies to cultivate a more engaged and committed workforce in the banking sector.

Keywords: multi-factor leadership, internal communication satisfaction, organizational commitment, commercial banks, descriptive-correlational design, regression analysis.

Introduction

Organizational commitment is defined as a strong desire to stay a member of an organization in which members operate by the organization's expectations and beliefs, contributing to employee loyalty and the continual process of training and accomplishing organizational ideals and goals (Soetjipto et al., 2019).  In general overview, organizations constantly plan to enhance employee work quality, leading to increased organizational commitment and potential for improved performance (Ababneh & Hackett, 2019). Several studies were concerned on organizational commitment among employees within an organization (Nguyen et al., 2020; Wang et al., 2020; AlKahtani et al., 2021; Chegini et al., 2019). However, In the business field, several companies across major to minor industries have been facing organizational commitment difficulties, particularly in service providing, which are critical for determining the long-term quality of an institution or workplace (Romi et al., 2021). Additionally, despite the fact that the global banking sector's transformation has highlighted the importance of human capital in the success of commercial banks, it has been observed that some employees demonstrated low commitment, particularly those who are dissatisfied with their performance within their organization. This highlights the need for strategic interventions to optimize human capital and maintain a competitive advantage in the banking sector (Zhang, 2024).

In Indonesia, some banking industry employees reported low job commitment due to unfavorable workload effects (As & Umar, 2024). In Mongolia, an unfavorable organizational culture has led to concerns about employee commitment within the organization, a crucial human resource management issue affecting a company's success and sustainability. This issue has been highlighted since organizational commitment is defined by shared beliefs and values, shaping employees' perceptions and behavior, and influencing the principles that apply to members of an organization. Consequently, addressing this problem will lead to significant organizational change and may enhance commitment (Zeleke & Bekele, 2020). Moreover, in the Philippines, research conducted highlighted a concern on organizational commitment among employees which was found to be evident from the influence of employees' perceptions and attitudes regarding the business that influence their commitment and even performance at the organization. Specifically, the majority of non-tenure Local Government Unit (LGU) employees are between the ages of 24 and 35 and was largely female, married, and vocational graduates. According to the study, establishing incentive and recognition programs, as well as team-building activities, might improve these individuals' psychological contracts and organizational commitment (Bulawit et al., 2023).       

Multi-factor leadership influences organizational commitments among employees. Specifically, it has been disclosed that transactional, transformational, and laissez-faire leadership styles had positive and statistically significant relationships with the dimensions of organizational commitment. However, the relationship between laissez-faire leadership style and affective commitment was weak and negative. Further, it was concluded that the low level of normative and continuance commitments and poor exercise of transformational leadership style might negatively affect the employees within the organization or institution. These emphases provided policy directions to improve the existing leadership style as related to employees’ commitment (Zeleke & Bekele, 2020).    

On the other hand, studies have been conducted exploring internal communication satisfaction (Verčič & Špoljarić, 2020; Santiago,2020; Tkalac et al., 2021). In an organizational setting, an internal communication satisfaction in particular is a predictor of worker fulfillment, commitment, and both work and organizational commitment (Verčič, 2019). In connection, internal communication satisfaction is an essential instrument in the design of corporate strategy, and many writers recognize it as a crucial aspect in strengthening employees' organizational commitment via identification and the development of a culture of transparency that may include employees in the organization's purpose (Santiago, 2020).    

Furthermore, various studies have been conducted exploring about internal communication satisfaction (Verčič & Špoljarić, 2020; Santiago, 2020; Tkalac et al., 2021; Špoljarić & Tkalac Verčič, 2022). Additionally, there have been studies also in concerned of multi-factor leadership (Mustafa, 2020; Li, 2021; Dogan & Yıldız, 2023; Mushtaq, 2019), and lastly the organizational commitment among employees (Nguyen et al., 2020; Wang et al., 2020; AlKahtani et al., 2021; Chegini et al., 2019). However, none of these studies directly assess the relationship between internal communication satisfaction, multi-factor leadership, and organizational commitment among employees at locally-operated banks (LOBs). To the best of the researchers’ observation, these studies were only conducted mainly in international settings and not locally. Consequently, this research aspires to fill this immense gap in the existing body of knowledge in the field of business. Given the notable discrepancies in terms of focus, settings, and proposed research methodology, the research emphasizes its importance and urgency to conduct.      

Conversely, the study's researcher hopes to effectively share the results in forums, conferences, and seminars for business. This will be accomplished by actively participating in the study, making use of networks, and utilizing online and offline platforms that may be essential resources for disseminating the findings. The research plan aims to impact the organizational commitment among employees in commercial banks by submitting the study to peer-reviewed journals, producing a brief report with helpful recommendations, and presenting the findings at conferences, workshops, webinars, online seminars, and social media platforms.           
Statement of the Problem 

This research seeks to investigate whether Internal Communication Satisfaction and Multi-Factor Leadership significantly influence the Organizational Commitment of employees in commercial banks in the Province of Davao Del Norte.  

Specifically, this research seeks to answer the following questions:

1. What is the level of multi-factor leadership as observed by those employees in commercial banks in the Province of Davao Del Norte in terms of: 

1.1  contingent reward I (Promise); 

1.2  contingent reward II (Rewards); 

1.3  passive management by exception; 

1.4  active management by exception; 

1.5  charismatic leadership;

1.6  individualized consideration; and

1.7 intellectual stimulation?

2. What is the level of Internal Communication Satisfaction of those employees in commercial banks in the Province of Davao Del Norte in terms of: 

2.1  satisfaction with feedback;

2.2  satisfaction with communication with immediate superior;

2.3  satisfaction with horizontal communication;  

2.4  satisfaction with informal communication;

2.5  satisfaction with information about the organization;

2.6  satisfaction with communication climate;

2.7  satisfaction with the quality of communication media; and

2.8 satisfaction with communication in meetings? 

3. What is the level of Organizational Commitment among employees in commercial banks in the Province of Davao Del Norte in terms of:

3.1. affective commitment; 

3.2  continuance commitment; and 

3.3  normative commitment? 

4. Is there a significant relationship between:  

4.1. Multi-Factor Leadership and Organizational Commitment among employees in commercial banks in the Province of Davao Del Norte? 

4.2. Internal Communication Satisfaction and Organizational Commitment among employees in commercial banks in the Province of Davao Del Norte? 

5.   Do Multi-factor Leadership and Internal Communication Satisfaction and Organizational significantly influence the organizational commitment among employees in commercial banks in the Province of Davao Del Norte? 

Hypotheses
  


In this study, three hypotheses will be tested at a 0.05 level of significance. The researcher had the following assumptions such as: 1). There is no significant relationship between Multi-Factor Leadership and Organizational Commitment among employees in commercial banks in the Province of Davao Del Norte; 2). There is no significant relationship between Internal Communication Satisfaction and Organizational Commitment among employees in commercial banks in the Province of Davao Del Norte; and 3). Internal Communication Satisfaction and Organizational Culture do not significantly influence the Organizational Commitment among employees in commercial banks in the Province of Davao Del Norte.        

This section presents literature and studies conducted worldwide to explore the areas and correlations among internal communication satisfaction, multi-factor leadership, and organizational commitment among employees in the banking industry. Specifically, the order of discussion commences from multi-factor leadership; internal communication satisfaction and followed by organizational commitment. The first independent variable which is multi-factor leadership comprises factors such as contingent reward I (Promise); contingent reward II (Rewards); passive management by exception; active management by exception; charismatic leadership; inspirational leadership; individualized consideration; and intellectual stimulation.  Moreover, the dependent variable which is organizational commitment consists of factors such as affective commitment; continuance commitment; and normative commitment. The second independent variable which is internal communication satisfaction comprises its factors such as Satisfaction with feedback; Satisfaction with communication with immediate superior; Satisfaction with horizontal communication; Satisfaction with informal communication; Satisfaction with information about the organization; Satisfaction with communication climate; Satisfaction with the quality of communication media; and Satisfaction with communication in meetings. 

Multi-Factor Leadership

In multi-factor leadership in business, except for management by exception and transactional leadership, a study indicated considerable disparities in leadership aspects. Transformational leadership has a greater influence on organizational commitment among employees, but laissez-faire leadership harms emotional commitment. Transformational leadership is advised for leaders in organizations who want to emphasize on efficient teamwork and warm compassion (Mulugeta & Pandian, 2020).    

           In the relationship between multiple factors of leadership, numerous investigations have revealed that performance within the organization may be measured and improved by good leadership adopted by the management. As a result, research into which types of leadership work best and how various factors impact the link between leadership and performance is required (Nanthakumar et al., 2021).  Within the last two decades, most organizational study has focused on leadership. A significant amount of scientific studies conducted over the years have shown that leadership has a favorable influence on employees at work and entire performance of the organization (Arar & Abu Nasra, 2019).  

Leadership is the interaction between a person and a group that has a shared objective and follows the leader's instructions. Effective types of leadership are critical for a company's survival and growth, as well as for inspiring and keeping talented personnel. At a workplace, the employee perspectives, behavior, and organizational commitment are all influenced by leadership style. Managers employ a variety of leadership styles to achieve desired organizational performance, including participatory, directive, and task-oriented methods. The style chosen is determined by the characteristics of the leader, the acceptance of subordinates, the preparation of the leader, the work complexity, and the beliefs, cultural norms, and values of organizational members (Mulugeta & Pandian, 2020).    

Internal Communication Satisfaction
Internal (or employee) communication has grown in popularity in recent years. Internal communication is an essential instrument in the design of corporate strategy, and many writers recognize it as a crucial aspect in strengthening employees' organizational commitment via identification and the development of a culture of transparency that may include employees in the organization's purpose (Santiago, 2020). In an organizational setting, an internal communication in particular has been shown to be a predictor of worker fulfillment, commitment, and both work and organizational commitment (Verčič, 2019). 
          In relation, internal communication is a significant aspect of communication practice since it establishes and maintains communication channels between companies and workers.  It entails many elements of receiving and distributing information and is one of the fundamental management tasks required for organizational performance and fosters effective commitment among workers within the organization (Verčič, 2019). On the other hand, practices of internal communication within the organization encompass the complete range of official and informal communication operations, with the primary purpose of delivering information to diverse audiences inside the company. These actions entail communication on three levels: downward, upward, and horizontal and can be launched by any organization member. However, the entire liability for management is in charge of developing effective communication systems (Sinčić Ćorić et al., 2020).   

         Furthermore, the utmost significance of a good internal communication refers to the ties that organizations develop, which lead to Organizational effectiveness.  It has been observed that successful internal communication techniques assist firms in creating and maintaining a better level of employee engagement, which leads to higher levels of productivity of performance (Verčič & Vokić, 2017). Moreover, an internal communication is a multidimensional construct that integrates human resource management, communication, and marketing. It plays two fundamental roles within organizations: providing information and creating a sense of community. It is often viewed from the stakeholder's perspective, as the communication between strategic managers and internal stakeholders aims to promote employee commitment and understanding of the company's objectives (Santiago, 2020).   

Organizational Commitment
  

Organizational commitment is defined as a strong desire to stay a member of an organization in which members operate following the organization's expectations and beliefs, so contributing to employee loyalty and the continual process of training and accomplishing organizational ideals and goals (Susilo et al., 2019). In general overview, businesses constantly plan to enhance employee work quality, leading to increased organizational commitment and a potential for improved performance (Ababneh & Hackett, 2019). However, in a business field, several companies across major to minor industries have been facing organizational commitment difficulties, particularly in service providing, which are critical for determining the long-term quality of an institution or workplace (Romi et al., 2021). 

In connection, an organizational commitment relates to a person's mental connection to their company, and research are being conducted to increase employee happiness and commitment, which in turn predicts work variables such as turnover, hierarchical citizenship behavior, and job success (Mahmood Aziz et al., 2021). A proportion of the factors, such as part stretch, strengthening, job shakiness and employability, and appropriation of power, have been found to be connected with a laborer's perception of organizational commitment (Abdullah & Othman, 2019). 

Furthermore, studies have highlighted that organizational commitment involves affective and continuance aspect in workplace (Anwar & Abdullah 2021; Prabhu et al., 2020). Specifically, an affective commitment is defined as the employee's constructive emotional commitment and connection to the organization. Such an individual closely aligns himself/herself with organizational goals and aspires to remain with the organization (Anwar & Abdullah 2021). On the other hand, the emotional quotient is used in continuance commitment as a resource to be expelled from an organization (Gardi, 2018). Moreover, organizational Commitment might be motivated by a variety of factors, ranging from the financial costs of income and perks to the social costs of links and reputation. Such an employee remains with the company because he or she is involved (Prabhu et al., 2020).  

Relationship between Multi-Factor Leadership and Organizational Commitment

In the connection between leadership and commitment among employees within the organization, there have been studies in concerned with multi-factor leadership (Mustafa, 2020; Li, 2021; Dogan & Yıldız, 2023; Mushtaq, 2019); and organizational commitment among employees (Nguyen et al., 2020; Wang et al., 2020; AlKahtani et al., 2021; Chegini et al., 2019). Relative to these investigations, it has been emphasized that multi-factor leadership influences organizational commitments among employees. Specifically, it has been disclosed that transactional, transformational and laissez-faire leadership styles had positive and statistically significant relationship with the dimensions of organizational commitment. However, the relationship between laissez-faire leadership style and affective commitment was weak and negative. Further, it was concluded that the low level of normative and continuance commitments and poor exercise of transformational leadership style might negatively affect the employees within the organization or institution. These emphases provided policy directions to improve the existing leadership style as related to employees’ commitment (Zeleke & Bekele, 2020).         

Relationship between Internal Communication Satisfaction and Organizational Commitment

Studies have been conducted exploring about internal communication satisfaction (Verčič & Špoljarić, 2020; Santiago, 2020; Tkalac et al., 2021). In an organizational setting, an internal communication in particular has been shown to be a predictor of worker fulfillment, commitment, and both work and organizational commitment (Verčič, 2019). In connection, an internal communication is an essential instrument in the design of corporate strategy, and many writers recognize it as a crucial aspect in strengthening employees' organizational commitment via identification and the development of a culture of transparency that may include employees in the organization's purpose (Santiago, 2020).  

Theoretical Framework 

This study is grounded with the propositions which highlighted that an internal communication is an essential instrument in the design of corporate strategy, and many writers recognize it as a crucial aspect in strengthening employees' organizational commitment via identification and the development of a culture of transparency that may include employees in the organization's purpose (Santiago, 2020). In an organizational setting, an internal communication in particular has been shown to be a predictor of worker fulfillment, commitment, and both work and organizational commitment (Verčič, 2019).
        On the other hand, this study is also anchored on the emphasis that multi-factor leadership influences organizational commitments among employees. Specifically, it has been disclosed that transactional, transformational, and other leadership styles had positive and statistically significant relationships with the dimensions of organizational commitment. However, the relationship between laissez-faire leadership style and affective commitment was weak and negative. Finally, it was concluded that the low level of normative and continuance commitments and poor exercise of transformational leadership style might negatively affect the employees within the organization or institution. These emphases provided policy directions to improve the existing leadership style as related to employees’ commitment (Zeleke & Bekele, 2020).      

Conceptual Framework of the Study

        The first independent variable which is internal communication satisfaction comprises by its factors such as Satisfaction with feedback; Satisfaction with communication with immediate superior; Satisfaction with horizontal communication; Satisfaction with informal communication; Satisfaction with information about the organization; Satisfaction with communication climate; Satisfaction with the quality of communication media; and Satisfaction with communication in meetings. The second independent variable which is multi-factor leadership comprises by its factors such as contingent reward I (Promise); contingent reward II (Rewards); passive management by exception; active management by exception; charismatic leadership; inspirational leadership; individualized consideration; and intellectual stimulation.  Moreover, the dependent variable which is organizational commitment consists by its factors such as affective commitment; continuance commitment; and normative commitment.    
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Figure 1. Conceptual Framework of the Study 

METHODS

This section of the study presents the entire components of the methodology. This is organized to provide a comprehensive order of presentation. Specifically, this involves the Research Design; Research Locale; Research Respondents; Research Instruments; Data Collection; Statistical Tools; and Ethical Considerations. 
         
Research Design  

This proposed research will utilize the descriptive and correlational approach. The researcher will use this approach to ensure the effectiveness of attaining the general objectives of the study and to guarantee the suitability of study approach pertaining to possible data results of the study.   

Descriptive approach is a type of quantitative research approach with the purpose of summarizing, organizing, and displaying data that describes characteristics of a population or phenomenon. It does not aim to explain or analyze the data or answer questions about cause and effect, but rather to simply describe the data. Its data can be collected through surveys, observational studies, and interviews. The data is then organized and presented in tables, charts, and other descriptive forms (Mohammadi et al., 2020). In this study, the descriptive approach would involve the researcher gathering data that describes the variables of interest, such as internal communication satisfaction, multi-factor leadership, and organizational commitment at locally-operated banks (LOBs).

Correlational research is a type of research method that investigates the relationship between two or more variables. This approach is used to study cause and effect relationships between variables, and to make predictions about future events. This approach is used to determine if two variables are related and to what degree, but does not identify the strength of the relationship or the cause of the relationship (Garcia et al., 2020). In this study, the correlational approach will be utilized by the researcher in examining the relationships and potentially uncovering correlations between the study variables.     

Research Locale


This research will be conducted in the province of Davao Del Norte. By ensuring efficient and productive implementation of the proposed study, the researcher is confident that the aforementioned province will be fit for the successful conduct of the study. Additionally, the researcher chose the province due to its immense collective population of locally-operated banks (LOBs) which can allow for in-depth study of organizational commitment among its target employees. Additionally, these identified locally-operated banks within the province served as concrete representatives of the targeted industry, allowing the researcher to draw valuable conclusions about internal communication satisfaction; multi-factor leadership; and organizational commitment among employees. Furthermore, Davao del Norte is a province in the Philippines situated in the Davao Region occupying the southeastern section of Mindanao. Its capital is the City of Tagum.    

Furthermore, Davao del Norte is a province in the Philippines situated in the Davao Region occupying the southeastern section of Mindanao. Its capital is the City of Tagum. The province has a land area of 3,422.61 square kilometers or 1,321.48 square miles. Its population as determined by the 2020 Census was 1,125,057. This represented 21.46% of the total population of the Davao Region, 4.29% of the overall population of the Mindanao Island group, or 1.03% of the entire population of the Philippines. Based on these figures, the population density is computed at 329 inhabitants per square kilometer or 851 inhabitants per square mile.    


Figure 2. Map of the Province of Davao del Norte
Source: https://en.m.wikipedia.org/wiki/File:Ph_fil_davao_del_norte.png

Research Respondents   

          This study is intended for audiences who have ample experiences in quantitative, descriptive, and correlational research design. This targeted audience may help shape the decision as to the choice of the research design. The primary audience composed of the human resource officers, business managers, and office personnel. These audiences are specifically coming from locally-operated banks (LOBs). 

           Moreover, these respondents will be selected using the following criteria:


Inclusion Criteria:

a) Employees working at Locally-Operated Banks (LOBs):

· Full-time, part-time, or contractual, as long as they have been employed at the LOB for at least six (6) months (specify duration for sufficient work experience).

· Employed across all departments and levels within the LOB.

b) Exposure to multi-factor leadership:

· Must have had experience reporting to a leader who exhibits at least two of the following leadership styles:

· Transformational leadership

· Transactional leadership

· Delegative leadership

· Autocratic leadership

· Servant leadership

· This can be assessed through self-report or a leadership assessment tool used by the LOB.

c) Ability to understand and respond to the survey instrument:

· Proficient in the language of the survey instrument (e.g., English, Filipino).

· No cognitive or physical limitations that would hinder participation.

Exclusion Criteria:

a) Employees not working at an LOB:

· Excludes employees from branches of national banks operating within the local area.

b) New employees with limited experience:

· Excludes employees with less than five (5) months of employment at the LOB to ensure sufficient exposure to organizational factors.

c) Individuals on temporary leave or suspension:

· Excludes employees currently on leave (parental, medical, etc.) or facing disciplinary action, as their responses may not reflect their regular experiences.

d) Individuals with prior involvement in the study:

· Excludes participants who have already been involved in any data collection for this study to avoid potential bias or fatigue.

e) Individuals unable to understand or respond to the survey instrument:

· Excludes individuals with language barriers or cognitive limitations that would prevent accurate responses. 

           Furthermore, the researcher utilizes the qualtrics online sample size calculator in determining the final number of respondents for the entire study. By allowing a 95% confidence level, and a 5% margin of error, it is identified that the ideal sample size for this study will be 200 respondents out of 1265 total population size.    

The technical committees and ethics committees/board who have sufficient exposure in quantitative study may examine the technical merit and identify the ethical issues in the conduct of this research, respectively. The journal editors may evaluate the publication value of this paper. Moreover, the respondents of research and conferences who have broad perspectives honed from their varied experiences in research may help enhance the implications of the findings of the study.  

Materials and Research Instruments

This study will utilize three (3) adapted research instruments. These instruments will be modified by the researcher to fit the overall objectives of the study. Additionally, these instruments will be validated by the panel of experts and will be pilot-tested to ensure its overall reliability in conducting the research.   
Multi-Factor Leadership Questionnaire (MLQ). In measuring the multifactor leadership, the researcher will utilize an adapted instrument titled as Multi-Factor Leadership Questionnaire. This adapted instrument was developed by Tepper and Percy (1994).This was developed to assess the multifactor leadership as experienced among employees within the organization. The tool consists of 24-items. This instrument has a high collective reliability and internal consistency of 0.85 It represents dimensions: Contingent reward I (Promise) (3 items), Contingent reward II (Rewards)(3 items), Passive management by exception (3 items), Active management by exception (3 items), Charismatic leadership (3 items), Inspirational leadership (3 items), Individualized consideration (3 items), and Intellectual stimulation (3 items). This will be rated on a 5-point Likert scale ranging from: 5 Strongly agree - 4, Agree - 3, Somewhat Agree - 2, Disagree - 1. Strongly Disagree.  
 List 1 : The following parameter limits, descriptive equivalent, and interpretation will be applied to identify the level of multi-factor leadership at locally-operated banks (LOBs). 

	Parameter Limits
	Descriptive Equivalent
	Interpretation

	    4.20 - 5.00
	Very High
	This indicates that a multi-factor leadership at LOBs is very much manifested.

	    3.40 - 4.19
	    High
	This indicates that a multi-factor leadership at LOBs is manifested.  

	   2.60 - 3.39
	Moderate
	This indicates that a multi-factor leadership at LOBs is fairly manifested.  

	   1.80 - 2.59
	    Low
	This indicates that a multi-factor leadership at LOBs is less manifested. 

	   1.00 - 1.79
	Very Low
	This indicates that a multi-factor leadership at LOBs is least manifested.   


Internal Communication Satisfaction Questionnaire (ICSQ). In measuring the internal communication satisfaction within the organization, the researcher will utilize an adapted instrument titled as Internal Communication Satisfaction Questionnaire developed by Tkalac et al, (2021). The scale consists of 32-items. This instrument has a high collective reliability and internal consistency of 0.89. It represents its eight dimensions: its factors such as Satisfaction with feedback (4 items); Satisfaction with communication with immediate superior (4 items); Satisfaction with horizontal communication (4 items); Satisfaction with informal communication (4 items); Satisfaction with information about the organization (4 items); Satisfaction with communication climate (4 items); Satisfaction with the quality of communication media (4 items); and Satisfaction with communication in meetings (4 items). This will be rated on a 5-point Likert scale ranging from: 5 Strongly agree - 4, Agree - 3, Somewhat Agree - 2, Disagree - 1. Strongly Disagree.   

List 2 : The following parameter limits, descriptive equivalent, and interpretation will be applied to identify the level of Internal Communication Satisfaction among employees at locally-operated banks (LOBs).   

	Parameter Limits
	Descriptive Equivalent
	Interpretation

	    4.20 - 5.00
	Very High
	This indicates that an internal communication satisfaction at LOBs is very much manifested.

	    3.40 - 4.19
	    High
	This indicates that an internal communication satisfaction at LOBs is manifested. 

	   2.60 - 3.39
	Moderate
	This indicates that an internal communication satisfaction at LOBs is fairly manifested. 

	   1.80 - 2.59
	    Low
	This indicates that an internal communication satisfaction at LOBs is less manifested.  

	   1.00 - 1.79
	Very Low
	This indicates that an internal communication satisfaction at LOBs is least manifested.   




Organizational Commitment Questionnaire (OCQ). In measuring the organizational commitment, the researcher will utilize an adapted instrument titled as Organizational Commitment Questionnaire developed by Maqsood et al. (2012). The scale consists of 22-items. This instrument has a high collective reliability and internal consistency of 0.72. It represents its three dimensions: Affective Commitment (9 items), Continuance Commitment (7 items), and Normative Commitment (6 items). This will be rated on a 5-point Likert scale ranging from: 5 Strongly agree - 4, Agree - 3, Somewhat Agree - 2, Disagree - 1. Strongly Disagree.    
List 3 : The following parameter limits, descriptive equivalent, and interpretation will be applied to identify the level of organizational commitment of employees at locally-operated banks (LOBs). 

	Parameter Limits
	Descriptive Equivalent
	Interpretation

	    4.20 - 5.00
	Very High
	This indicates that the organizational commitment of employees at LOBs is very evident. 



	   3.40 - 4.19
	   High
	This indicates that the organizational commitment of employees at LOBs is evident. 



	   2.60 - 3.39
	Moderate
	This indicates that the organizational commitment of employees at LOBs is fairly evident.  



	   1.80 - 2.59
	   Low
	This indicates that the organizational commitment of employees at LOBs is less evident. 



	   1.00 - 1.79
	Very Low
	This indicates that the organizational commitment of employees at LOBs is least evident.   




Design and Procedure 

The researcher will ask permission to conduct survey from the Dean of the Graduate School, certificate clearance from REC to proceed in conducting survey. Additionally, the researcher will obtain permission from Human Resource Officers of all targeted locally-operated banks (LOBs) where the study will be conducted.  This will ensure to foster productive administration of study given its adapted survey instruments. 

For administration, the researcher will use the adapted questionnaires to conduct the study after being granted permission and obtaining informed consent from the respondents. For the adapted questionnaires, the respondents will provide their responses through survey questionnaires and face to face interviews. Before the respondents answer the questionnaires, the researcher will facilitate a short orientation relative to the study, its objectives, and the survey questionnaires. To ensure validity, accuracy, and to avoid ambiguity, the researcher will personally handle the administration of all survey instruments and interviews. After surveys’ completion, the data will then be retrieved.    

The survey will begin with the Internal Communication Satisfaction Questionnaire (ICSQ); Multi-factor Leadership Questionnaire (MFLQ), and Organizational Commitment Questionnaire (OCQ). The respondents will be required to respond to the questionnaire in an environment wherein they alone may respond to the offered survey questionnaires to safeguard the data. This will be stated explicitly in their Acknowledgement/Informed Consent.  

Ethical Considerations


This research protocol will be submitted to the UM-Research Ethics Committee (REC) for full-board review. The researcher will observe the 10 dimensions of research ethics such as social value, informed consent, vulnerability issues, risk-benefit ratio, privacy and confidentiality of information, justice, transparency, qualification of the researcher, adequacy of facilities, and community involvement.    


Social value.  The concrete contribution of this research can also contribute to advance the understanding on the level and aspects of internal communication satisfaction; multi-factor leadership; and organizational commitment of employees at locally-operated banks (LOBs). This study can contribute to the existing body of knowledge in business particularly in those aspects of internal communication satisfaction; multi-factor leadership; and organizational commitment. Moreover, the findings of this study will aid in developing a more structured business resources for locally-operated banks (LOBs). The study can provide LOBs with practical tools and resources to improve internal communication and multi-factor leadership at work among employees and may enhance organizational commitment. Furthermore, the study can inform policy development at the local, national, and international levels to support LOBs and their employees.    


Informed Consent. The prospective participants of this research who will be composed of human resource officers, business managers, and office personnel are not vulnerable as they are capable of deciding whether to participate or not. Moreover, they are not forced to participate in this study.  Through the ICF, the prospective respondent will be informed about the purpose of the study, the voluntariness of one’s participation, and one’s right to withdraw anytime he/she wants due to a possible conflict of interest, discomfort, and inconvenience. The researcher will also guarantee the welfare of the respondents, and to immediately address their queries about the research.  
Vulnerability of Research Participants. The prospective participants of this research who will be composed of human resource officers, business managers, and office personnel are not vulnerable as they are capable of deciding whether to participate or not. Moreover, they are not forced to participate in this study.  

Risks, Benefits and Safety. The researcher has not identified any risk associated with the involvement of the respondents in this research. Although, he recognizes the possible inconvenience that the respondents might feel in accomplishing the survey tool considering that they are very busy at work.  Hence, each of them will be requested to accomplish the survey questionnaires during free time. In the conduct of the study, the researcher will make sure to set schedule during the convenient time of the respondents.  

Privacy and Confidentiality. To protect confidential data such as an individual's ethnicity, age, and skin color, and the identification of the person under investigation, the study will comply to RA 10173, or the Data Privacy Act of 2012. This will be achieved by disguising the respondents' names and placing the surveys in the safeguarded box after the investigator and statistician have obtained the information in a way that is clearly recognizable to them. Every bank organization will be assigned a personalized code name.  

The researcher will guarantee that the information provided by the respondents stays private and confidential. There will be no names displayed or accessible in the papers required by RA 10173, which mandates personal data be deleted to safeguard the respondents' privacy from illegal use of sensitive data. The researcher will use discrete coding to keep the data or information supplied by the respondents entirely anonymous and secret. All materials will be retained and protected, and all data will be safeguarded by encrypting files. 

The researcher will guarantee the utmost confidentiality of all the data gathered from the respondents in connection with the study. This will be accomplished by storing the respondents' data in an encrypted file (for soft copies) and a securely guarded box (for physical copies), with only the investigator having total access to avoid unwanted and unlawful access to data. The information gathered in this investigation will be used strictly to achieve the study's desired outcomes. This information can be discussed in any academic forum, presented in journals, and utilized for any other lawful purpose judged appropriate by the institution or organization in the interest of education, knowledge, or study. Moreover, the researcher has indicated that he does not have a conflict of interest.

Justice. The researcher warrants the appropriateness of the study respondents. The respondents will be asked to be honest and sincere in the accomplishment of the survey questionnaires and in sharing their responses or perspectives on internal communication satisfaction, multi-factor leadership, and organizational commitment.    

Transparency. The researcher and other collaborators will discuss the technical merit of the research through a virtual meeting.  The researcher will also address the suggestions of the technical panel and the UIC-REC for the enhancement of this research undertaking. The researcher will ensure that respondents will be informed about the study's findings through a research forum and the publication of the research article.  

Qualification of the Researcher. The researcher of this study has sufficient exposure and experience in business studies utilizing the descriptive and correlational design. The researcher holds a business degree, is a college business instructor, and a currently taking his master's in business administration. Additionally, the researcher is an experienced business educator with extensive and practical experience in the field of business. Hence, the researcher is competent in conducting a study related to internal communication satisfaction, multi-factor leadership, and organizational commitment.     

Adequacy of Facilities. The resources such as books, research journals both in print and online sources, computer and printing equipment, recording equipment, and other facilities necessary in the implementation and completion of this research endeavor are available. Moreover, available research experts will be tapped by the researcher when needed. The operating expenses of this research endeavor will be handled by the researcher. 


Community Involvement.  Some locally operated banks (LOBs) employees with business backgrounds and credentials from the target research locale are involved in the formulation of the research objective and questions of this study. In addition, selected business leaders and research experts will be requested to validate the research instruments in conducting the study. Moreover, the findings of this study will be beneficial in the community particularly in those employees at locally-operated banks (LOBs).   

RESULTS AND DISCUSSION

This study aims to explore the significant impact of multi-factor leadership and internal communication satisfaction on organizational commitment within commercial banks. The analysis will examine the extent to which these two independent variables contribute to enhancing organizational commitment among employees. Specifically, the research seeks to determine whether multi-factor leadership and internal communication satisfaction are significant predictors of organizational commitment. Furthermore, it aims to explore the relationship between these factors and how they collectively influence employees' commitment to their organization. By understanding the dynamics of leadership and communication satisfaction, this study intends to provide insights into strategies that can foster higher levels of commitment in the banking sector.

Level of multi-factor leadership

Table 1 presents the level of multi-factor leadership within the commercial banking sector, with each leadership indicator showing high mean scores. The data indicate that the aspects of contingent reward, both in terms of promises (3.76) and actual rewards (4.09), are highly valued, suggesting that employees respond positively to clear expectations and incentives. Similarly, management styles such as passive management by exception (3.52) and active management by exception (3.91) reflect a proactive approach to addressing problems and guiding employees, both receiving high ratings. The relatively high scores in these areas highlight the importance of both active and passive leadership approaches in fostering an effective work environment.

Table 1 

Level of multi-factor leadership

	Indicators
	Mean
	SD
	Descriptive Equivalent

	1. Contingent Reward I (Promise)
	3.76
	0.74
	High

	2. Contingent Reward II (Rewards)
	4.09
	0.65
	High

	3. Passive Management by Exception
	3.52
	0.91
	High

	4. Active Management by Exception
	3.91
	0.81
	High

	5. Charismatic Leadership
	4.19
	0.63
	High

	6. Individualized Consideration
	3.87
	0.59
	High


Furthermore, the table highlights a strong emphasis on charismatic leadership (4.19) and individualized consideration (3.87), both of which are crucial in building personal relationships with employees and motivating them through a shared vision. The consistently high mean scores across all indicators suggest that multi-factor leadership is well-implemented within the organization, with leaders effectively employing a blend of transactional and transformational leadership qualities. This balanced approach not only encourages task completion through rewards and clear expectations but also nurtures employee development and morale through individualized attention and inspiration. Overall, these findings underscore the importance of multi-factor leadership in enhancing employee engagement and organizational outcomes in commercial banks.

The findings in Table 1 are particularly relevant to the context of commercial banks, where the application of multi-factor leadership styles blending transactional and transformational qualities plays a pivotal role in enhancing both employee motivation and organizational performance. Studies by Kumari et al. (2021) and Algahtany and Bardai (2019) highlight how contingent rewards (such as promises and actual rewards) are essential for fostering a motivated workforce. These rewards in the commercial banking environment are often tied to clear performance expectations, helping employees understand their role and how it contributes to the broader goals of the organization. Moreover, the high scores for charismatic leadership and individualized consideration, as observed in this study, resonate with Hauff et al. (2022), who emphasized that in dynamic sectors like banking, supportive leadership is crucial in addressing individual employee needs. This is especially pertinent in commercial banks, where employees must adapt to rapidly changing financial landscapes. 
Additionally, management styles such as passive and active management by exception, which showed high ratings in this study, align with Saha and Sharma (2020) and Min and Oh (2020), who found that clear directives and proactive problem-solving approaches are essential in achieving organizational success. For commercial banks, this approach ensures that operational challenges are met with efficiency, thereby improving both internal processes and customer satisfaction. Finally, Akdere and Egan (2020) underscore the importance of recognizing individual contributions to enhance commitment, which is crucial in a sector like banking where employee loyalty and engagement directly affect service quality and customer relationships. In sum, the combination of transactional and transformational leadership behaviors in commercial banks significantly contributes to both employee satisfaction and organizational outcomes, ultimately fostering a positive and productive work environment.
Level of Internal Communication Satisfaction
Table 2 presents the level of internal communication satisfaction within commercial banks, with an overall mean score of 4.14, indicating a high level of satisfaction. The data suggest that employees generally have a positive perception of the communication processes within the organization. Among the various indicators, satisfaction with communication in meetings (4.34) received the highest score, reflecting an environment where employees feel engaged and well-informed during discussions. Satisfaction with communication with immediate superiors (4.31) and horizontal communication (4.23) also showed very high ratings, emphasizing the effectiveness of communication between different organizational levels and across departments.

Table 2
Level of Internal Communication Satisfaction
	Indicators
	Mean
	SD
	Descriptive Equivalent

	1. Satisfaction with Feedback
	3.99
	0.57
	High

	2. Satisfaction with Communication with Immediate Superior
	4.31
	0.46
	Very High

	3. Satisfaction with Horizontal Communication
	4.23
	0.56
	Very High

	4. Satisfaction with Informal Communication
	3.53
	0.86
	High

	5. Satisfaction with Information about the Organization
	4.20
	0.64
	Very High

	6. Satisfaction with Communication Climate
	4.27
	0.48
	Very High

	7. Satisfaction with the Quality of Communication Media
	4.26
	0.49
	Very High

	8. Satisfaction with Communication in Meetings
	4.34
	0.53
	Very High

	Overall
	4.14
	0.58
	High


On the other hand, satisfaction with informal communication (3.53) received a relatively lower mean score, indicating that while formal communication channels are highly valued, informal exchanges may need improvement. Despite this, satisfaction with feedback (3.99) and the overall communication climate (4.27) still reflect positive employee experiences in receiving information. The relatively high scores for satisfaction with organizational information (4.20) and the quality of communication media (4.26) suggest that employees are well-informed and find the communication tools effective. These findings highlight the critical role of clear and efficient communication in promoting organizational commitment and enhancing overall employee satisfaction in the banking sector.
Furthermore, this result is aligned in the recent studies by Raza et al. (2023) and Jerab (2024) emphasize that strong communication across hierarchical levels and between departments is essential for enhancing organizational transparency, trust, and overall employee morale. In the banking sector, clear communication, particularly during meetings and in interactions with immediate superiors, plays a significant role in shaping how employees perceive their involvement and sense of belonging within the organization (Siddiqui & Sahar, 2019). Furthermore, research by Bah et al. (2024) highlights that satisfaction with organizational information and communication climate directly impacts employee productivity and commitment, as it ensures employees are well-informed and aligned with organizational goals. While informal communication may be less emphasized, studies by Nwinyokpugi and Omunakwe (2019) suggest that improving informal exchanges can further enhance team cohesion and employee collaboration. This is particularly important in a sector like banking, where adaptability and responsiveness to market changes are key drivers of success. Therefore, maintaining high levels of satisfaction with formal communication channels while addressing informal communication gaps can contribute to stronger organizational performance and employee retention.
Level of Organizational Commitment
Table 3 presents the level of organizational commitment within commercial banks, with an overall mean score of 3.68, which indicates a high level of commitment among employees. The data show that employees exhibit significant affective commitment (3.58), continuance commitment (3.40), and normative commitment (4.05). These findings suggest that employees feel emotionally attached to the organization, understand the benefits of staying with the organization, and recognize their obligation to remain in the company due to shared values and expectations.

Table 3

Level of Organizational Commitment
	Indicators
	Mean
	SD
	Descriptive Equivalent

	1. Affective Commitment 
	3.58
	0.48
	High

	2. Continuance Commitment
	3.40
	0.58
	High

	3. Normative Commitment
	4.05
	0.40
	High

	Overall
	3.68
	0.48
	High


Among the three components of organizational commitment, normative commitment received the highest mean score (4.05), reflecting a strong sense of duty and obligation to the organization. This suggests that employees feel a moral responsibility to stay with their employer, perhaps due to the bank’s ethical standards or cultural norms. On the other hand, the relatively lower mean scores for affective and continuance commitment (3.58 and 3.40, respectively) indicate that while employees are committed, their emotional attachment and the necessity of staying due to job conditions or external factors might not be as strong. Overall, the findings emphasize that while employees are committed to the organization, there is room to enhance emotional engagement and loyalty within the workforce.
The findings from Table 3 align with recent literature that emphasizes the multi-dimensional nature of organizational commitment in the banking sector. The significant role of normative commitment, where employees feel a strong moral obligation to remain with the organization, often due to shared values or cultural expectations (Liu et al., 2020; McCormick & Donohue, 2022) This finding is consistent with the high levels of normative commitment observed in the present study, indicating that employees in commercial banks perceive their continued employment as part of their ethical responsibility to the institution. On the other hand, the relatively lower affective and continuance commitment scores suggest that emotional attachment and the necessity to stay due to job conditions might not be as pronounced. This is supported by research from Hasan and Sadat (2023), who found that while banks often foster loyalty through cultural alignment, affective commitment can be weaker when employees feel less emotionally engaged with the organization's core values. Additionally, studies by Yao et al. (2019) and Massoud and Jameel (2020) suggest that strengthening emotional bonds with employees through recognition and personal development opportunities can significantly improve affective commitment, thus enhancing overall organizational loyalty. Therefore, while employees are committed to the organization, there is an opportunity for banks to further engage their workforce emotionally to enhance retention and job satisfaction.
Significance of the Relationship between multi-factor leadership and Internal Communication Satisfaction to Organizational Commitment

Table 4 presents the relationship between multi-factor leadership, internal communication satisfaction, and organizational commitment among commercial banks. The findings reveal a statistically significant positive relationship between multi-factor leadership and organizational commitment, with an R-value of 0.166 and a p-value of 0.023, which is below the significance threshold of 0.05, leading to the rejection of the null hypothesis. This suggests that multi-factor leadership has a moderate influence on organizational commitment, explaining 2.76% of its variance, as indicated by the r-squared value of 0.02756. Conversely, the relationship between internal communication satisfaction and organizational commitment is not statistically significant, with an R-value of 0.088 and a p-value of 0.231, which is greater than 0.05, leading to the acceptance of the null hypothesis. This implies that internal communication satisfaction does not significantly influence organizational commitment in this context.
Table 4
Relationship between multi-factor leadership and Internal Communication Satisfaction to Organizational Commitment
	Independent

Variables


	Dependent

Variable
	r-value
	r-squared


	p-value
	Decision

	Multi-factor leadership
	
	0.166*
	0.02756
	0.023
	Reject Ho

	
	Organizational Commitment
	
	
	
	

	Internal Communication
	
	0.088*
	0.00774
	0.231
	Accept Ho


*p˂0.05
The results from Table 4 support existing research on the influence of leadership and communication on organizational commitment. Several studies, including those by Mulugeta and Pandian (2020) and Harb et al. (2020), have highlighted the positive and significant relationship between multi-factor leadership and organizational commitment. These studies suggest that leaders who adopt both transactional and transformational strategies, such as contingent rewards and individualized attention, foster a greater sense of attachment and dedication to the organization. This is consistent with the moderate relationship observed in the present study, where multi-factor leadership accounted for a small but notable variance in organizational commitment. 
On the other hand, internal communication satisfaction, although often linked to employee engagement and satisfaction (Vercic & Spoljaric, 2020), did not show a significant relationship with organizational commitment in this study. This finding aligns with research by Bashir and Gani (2020) and Luthfi et al. (2022), which indicate that while communication satisfaction can improve job performance and overall morale, its direct effect on organizational commitment may not always be as strong or immediate. Furthermore, studies by Jacobsen and Salomonsen (2021) emphasize that the effectiveness of internal communication is contingent on other mediating factors, such as leadership style and organizational culture, which may explain the lack of a significant correlation in this study. Thus, while leadership plays a clear role in shaping organizational commitment, the impact of communication satisfaction might require further exploration, particularly in contexts with varying leadership styles.

Regression Analysis on multi-factor leadership and Internal Communication Satisfaction to Organizational Commitment
Table 5 presents the results of the regression analysis examining the influence of multi-factor leadership and internal communication satisfaction on organizational commitment. The analysis reveals that multi-factor leadership significantly predicts organizational commitment, with an unstandardized coefficient of 0.22 and a standardized beta coefficient of 0.0258, showing a positive relationship. The t-value of 2.605 and a p-value of less than 0.001 lead to the rejection of the null hypothesis, indicating that multi-factor leadership is a significant predictor of organizational commitment. The R-value of 0.2075 and the R-squared value of 0.0431 suggest that multi-factor leadership accounts for 4.31% of the variation in organizational commitment.

Table 5

Regression Analysis on multi-factor leadership and Internal Communication Satisfaction to Organizational Commitment
	Independent

Variables


	Unstandardized

   Coefficients

B               SE


	Standardized Coefficients

Beta
	t-value


	p-value
	Decision

	(constant)
	3.36
	0.25
	
	
	
	

	multi-factor leadership
	0.22
	0.08
	0.0258
	2.605
	<0.001
	Reject Ho



	Internal Communication Satisfaction
	-0.13
	0.10
	-0.1277
	-1.31
	0.189
	Do not Reject Ho

	Dependent Variable: Organizational Commitment



R-value = 0.2075




F-value= 4.0501
R2         = 0.0431




p-value= 0.0190
On the other hand, internal communication satisfaction does not significantly predict organizational commitment. The unstandardized coefficient for internal communication satisfaction is -0.13, with a standardized beta of -0.1277. The t-value of -1.31 and a p-value of 0.189 indicate that internal communication satisfaction does not have a statistically significant impact on organizational commitment, leading to the conclusion of not rejecting the null hypothesis. The F-value of 4.0501 and the p-value of 0.0190 further support the conclusion that the regression model is statistically significant overall, but only multi-factor leadership contributes meaningfully to explaining the variation in organizational commitment.


The regression analysis results align with recent research emphasizing the significant role of multi-factor leadership in predicting organizational commitment. Studies by Ayman (2024) and Barlas (2024) have demonstrated that multi-factor leadership, particularly when combining both transformational and transactional elements, enhances employee commitment by fostering a supportive work environment and aligning individual goals with organizational objectives. These findings are consistent with the positive relationship observed between multi-factor leadership and organizational commitment in the current study. However, internal communication satisfaction, despite its potential influence on employee engagement, did not significantly predict organizational commitment in this study. This supports the work of Darvish and Rezaei (2022) and Sageer et al. (2012), who suggested that while communication satisfaction is critical for employee morale and job satisfaction, its direct effect on organizational commitment may be less pronounced when compared to leadership factors. Similarly, Men (2014) found that the impact of internal communication on organizational outcomes often depends on other mediating variables such as leadership and organizational culture.
CONCLUSIONS AND RECOMMENDATIONS
Presented in this section are the conclusions and recommendations of the study.
Conclusion

The research findings indicate a high level of multi-factor leadership and internal communication satisfaction, suggesting that the items included are evident in contributing to a high level of organizational commitment. The results show a significant correlation between multi-factor leadership and organizational commitment, while internal communication satisfaction and organizational commitment are not significantly correlated. Additionally, the study identified that multi-factor leadership significantly predicts organizational commitment, whereas internal communication satisfaction does not significantly predict organizational commitment.
Recommendations


In the preceding analysis, results, and potential implications, the researcher has formulated the following suggestions to improve the organizational commitment of commercial banks.

Based on the findings, it is recommended that commercial banks focus on enhancing their multi-factor leadership practices, which have shown a significant impact on organizational commitment. The bank management should prioritize leadership development programs that emphasize contingent rewards, individualized consideration, and charismatic leadership. These leadership behaviors are directly linked to fostering a strong organizational commitment among employees, which, in turn, can lead to increased job satisfaction, productivity, and retention rates.

Furthermore, while internal communication satisfaction did not significantly predict organizational commitment, it remains an essential aspect of organizational functioning. The bank should continue to improve communication channels and ensure that employees feel well-informed and engaged in decision-making processes. However, it is essential to recognize that improving communication alone may not be enough to significantly increase organizational commitment. Therefore, the bank should focus on aligning internal communication efforts with leadership practices that can directly influence employees' commitment levels.

Additionally, the bank should address areas related to organizational culture and infrastructure that may hinder overall satisfaction and commitment. Investing in employee development, fostering a supportive work environment, and maintaining effective communication systems should be prioritized in strategic planning and budget allocations. By creating a balanced approach that integrates strong leadership with improved communication and organizational practices, the bank can enhance employee commitment and, ultimately, improve its overall performance and competitiveness in the financial sector.
COMPETING INTERESTS DISCLAIMER:
Authors have declared that they have no known competing financial interests OR non-financial interests OR personal relationships that could have appeared to influence the work reported in this paper.
References
Ababneh, K. I., & Hackett, R. D. (2019). The direct and indirect impacts of job characteristics on faculty organizational citizenship behavior in the United Arab Emirates (UAE). Higher Education, 77, 19-36.

Abdullah, N. N., & Othman, M. B. (2019). Examining the effects of intellectual capital on the performance of Malaysian food and beverage small and medium-sized enterprises. Technology (Ijciet), 10(2), 135-143. 

Akdere, M., & Egan, T. (2020). Transformational leadership and human resource development: Linking employee learning, job satisfaction, and organizational performance. Human Resource Development Quarterly, 31(4), 393-421.

Algahtany, M. A., & Bardai, B. (2019). Quality attention/contingent reward and leadership styles (transformational/transactional). SSRG International Journal of Economics Management Studies (SSRGIJEMS), 6(2), 57-81.

AlKahtani, N., Iqbal, S., Sohail, M., Sheraz, F., Jahan, S., Anwar, B., & Haider, S. (2021). Impact of employee empowerment on organizational commitment through job satisfaction in four and five stars hotel industry. Management Science Letters, 11(3), 813-822.

Anwar, G., & Abdullah, N. N. (2021). Inspiring future entrepreneurs: The effect of experiential learning on the entrepreneurial intention at higher education. International Journal of English Literature and Social Sciences, 6.  

Arar, K., & Abu Nasra, M. (2019). Leadership style, occupational perception and organizational citizenship behavior in the Arab education system in Israel. Journal of Educational Administration, 57(1), 85-100    

As, M. D., & Umar, N. S. (2024). The Effect of Workload on Organizational Commitment to Employees of Bank Indonesia Provincial Representative Special Region of Yogyakarta 2022. In 8th International Conference on Accounting, Management, and Economics (ICAME 2023) (pp. 97-108). Atlantis Press. 

Ayman, B. (2024). The Effect of Transformational and Transactional Leadership Behaviors on Innovation and Work Engagement in the Hungarian Fintech Sector.

Bah, M. O. P., Sun, Z., Hange, U., & Edjoukou, A. J. R. (2024). Effectiveness of Organizational Change through Employee Involvement: Evidence from Telecommunications and Refinery Companies. Sustainability, 16(6), 2524.

Barlas, A. (2024). Leadership Styles and Their Impact on Employee Motivation. Review Journal for Management & Social Practices, 1(4), 109-125.

Bashir, B., & Gani, A. (2020). Testing the effects of job satisfaction on organizational commitment. Journal of Management Development, 39(4), 525-542.

Bulawit, J., Barlis, M., & Bulawat, A. (2023). Psychological Contract and Organizational Commitment: A Study on Non-Tenure Local Government Unit Employees in General Tinio, Philippines. World Academic Journal of Management, 11(2), 16-24.

Chegini, Z., Janati, A., Asghari-Jafarabadi, M., & Khosravizadeh, O. (2019). Organizational commitment, job satisfaction, organizational justice and self-efficacy among nurses. Nursing Practice Today, 6(2), 86-93.  

Darvish, H., & Rezaei, F. (2011). The impact of authentic leadership on job satisfaction and team commitment. Management & Marketing, 6(3).

Dogan, B., & Yıldız, B. (2023). The Correlation between Leadership Styles and Organizational Cynicism: Which Leadership Style is Best for Schools?. International Journal of Education and Literacy Studies, 11(4), 343-352. 

Garcia, J. F., Soriano, M. P., & Gómez-Benito, J. (2020). Correlational research: Types, examples, and characteristics. Frontiers in Psychology, 11(1517). https://doi.org/10.3389/fpsyg.2020.01517    

Gardi, B. (2018). The effects of computerized accounting system on auditing process: a case study from northern Iraq. Available at SSRN 3838327. 

Harb, B., Hachem, B., & Hamdan, H. (2020). Public servants' perception of leadership style and its impact on organizational commitment. Problems and perspectives in management, 18(4), 319.

Hasan, T., & Sadat, A. (2023). Dynamics of Job Satisfaction in Bangladesh's Banking Sector Implications for Employee Engagement and Organizational Success. Journal of Business and Economic Options, 6(4), 36-42.

Hauff, S., Felfe, J., & Klug, K. (2022). High-performance work practices, employee well-being, and supportive leadership: spillover mechanisms and boundary conditions between HRM and leadership behavior. The International Journal of Human Resource Management, 33(10), 2109-2137.

Jacobsen, C. B., & Salomonsen, H. H. (2021). Leadership strategies and internal communication in public organizations. International Journal of Public Sector Management, 34(2), 137-154.

Internal Communication Satisfaction





Satisfaction with Feedback


Satisfaction with Communication with immediate superior


Satisfaction with Horizontal communication


Satisfaction with Informal communication
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Satisfaction with Communication in meetings
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