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ABSTRACT 

	This study examined the leadership styles practiced by administrators in academic institutions and their influence on employees’ motivation and organizational commitment. Specifically, it determined the extent to which transformational, transactional, laissez-faire, and path-goal leadership styles are practiced and analyzed their relationship with employee motivation and organizational commitment. A quantitative descriptive–correlational research design was employed. Data were collected from 100 respondents through a structured survey questionnaire administered in selected academic institutions. Mean, standard deviation, and Pearson correlation coefficient were used for data analysis. The findings revealed that administrators highly practice transformational, transactional, and path-goal leadership styles, while laissez-faire leadership is less evident. Transactional leadership obtained the highest mean rating, indicating a strong emphasis on clear expectations, accountability, and reward-based systems. Correlation results further indicated that transformational leadership had the strongest positive relationship with both employee motivation (r = 0.71, p < 0.05) and organizational commitment (r = 0.74, p < 0.05), followed by path-goal and transactional leadership, all showing statistically significant relationships. In contrast, laissez-faire leadership exhibited a negative relationship with both variables (p < 0.05). The study concludes that active and supportive leadership approaches are crucial in fostering employee motivation and strengthening organizational commitment in academic institutions.
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1. INTRODUCTION

Leadership plays a crucial role in shaping the effectiveness and sustainability of organizations, particularly within academic institutions where human capital is the primary driver of institutional success. In higher education settings, leaders are expected not only to manage administrative functions but also to inspire faculty and staff, foster collaboration, and create an environment conducive to professional growth and innovation (Northouse, 2021). Leadership styles adopted by administrators and academic managers significantly influence how employees perceive their roles, perform their responsibilities, and remain committed to their institutions (Bass & Avolio, 1994; as cited by De Guzman et al., 2025). Consequently, understanding the relationship between leadership styles, employee motivation, and organizational commitment has become a significant area of inquiry in organizational and educational research (Sharma, 2024). 
Leadership style refers to the behavioral patterns leaders employ when guiding, influencing, and interacting with their subordinates (Amde, 2024). This study is anchored on the Full Range Leadership Theory proposed by Bass and Avolio (1978), which categorizes leadership into transformational, transactional, and laissez-faire styles. Commonly examined leadership styles in organizational studies include transformational, transactional, and laissez-faire leadership. Transformational leaders inspire and motivate employees by articulating a clear vision, fostering intellectual stimulation, and recognizing individual contributions (Avolio & Yammarino, 2013). Transactional leaders, on the other hand, emphasize structured tasks, rewards, and performance-based exchanges, while laissez-faire leadership involves minimal intervention in employees’ work processes (Burns, 1978; Yukl, 2013). Each of these leadership approaches can produce varying effects on employees’ psychological engagement, job satisfaction, and overall motivation in the workplace.
In addition, this study is supported by Path–Goal Theory (House, 1996), which posits that leaders enhance employee motivation by clarifying goals, removing obstacles, and aligning leadership behaviors with employees’ needs. This theory is particularly relevant in academic institutions where employees face complex and multifaceted responsibilities. Leaders who provide direction and support can improve employees’ motivation and performance by creating a clear pathway toward goal attainment.
Employee motivation is a critical factor in enhancing productivity, innovation, and organizational effectiveness. In academic institutions, motivated employees—particularly faculty and administrative personnel—are more likely to demonstrate commitment to teaching excellence, research productivity, and institutional service (Vargas, 2024). Motivation can stem from both intrinsic factors, such as professional fulfillment and personal achievement, and extrinsic factors, including recognition, incentives, and supportive leadership. Leaders who understand and effectively address these motivational drivers can significantly improve employee engagement and workplace performance (Amde, 2024).
Closely related to motivation is organizational commitment, which is grounded in Meyer and Allen’s Three-Component Model of Commitment (Meyer & Allen, 1991), consisting of affective, continuance, and normative commitment. High levels of organizational commitment contribute to reduced turnover, increased job performance, and stronger institutional loyalty (Vogelgesang et al., 2013). In academic settings, leadership practices that promote trust, open communication, and professional development opportunities can strengthen employees’ emotional attachment and long-term dedication to the institution.
Despite the recognized importance of leadership in educational organizations, many academic institutions continue to face challenges related to employee motivation and commitment (De Guzman et al., 2025). Rapid changes in educational policies, increasing administrative demands, and evolving expectations for academic productivity create complex and dynamic work environments. In such contexts, leadership styles become a critical determinant of how employees respond to organizational pressures and opportunities. While this study seeks to provide empirical insights into these relationships, it is important to acknowledge that the use of a quantitative correlational design limits the ability to establish causal inferences. Additionally, the reliance on self-reported data may introduce response bias, and the focus on selected academic institutions may limit the generalizability of the findings. Furthermore, other variables such as organizational culture, job satisfaction, and external environmental factors were not included, which may also influence employee motivation and organizational commitment.
Hence, this study aims to explore leadership styles as determinants of employee motivation and organizational commitment in academic institutions. Specifically, it seeks to answer the following questions:
1. What leadership styles are commonly practiced by administrators in academic institutions?
2. How do different leadership styles influence employee motivation in academic institutions?
3. What is the relationship between leadership styles and employees’ organizational commitment in academic institutions?

By examining how different leadership approaches influence employees’ motivational levels and commitment to their organizations, the study seeks to contribute to the growing body of literature on educational leadership and organizational behavior. The findings of this research may provide valuable insights for institutional leaders and policymakers in developing leadership practices that foster a motivated, committed, and high-performing academic workforce.

2. material and methods 

This section presents research design, research participants, research instruments, data gathering procedures, and the methods of data analysis employed in the conduct of the study. Quantitative research is defined as a systematic investigation of phenomena through the collection of measurable data and the application of statistical, mathematical, or computational techniques to analyze relationships, patterns, and trends. This approach enables researchers to objectively examine variables and generate findings that can be generalized to a larger population.

2.1 Research Design

This study employed a quantitative correlational research design to examine the relationship between leadership styles and two key organizational outcomes: employee motivation and organizational commitment in academic institutions. The quantitative approach enabled the systematic collection and statistical analysis of numerical data to determine the extent and direction of relationships among the variables under investigation (Herwanis et al., 2025). The correlational design was deemed appropriate for identifying associations between leadership behaviors and employees’ psychological and organizational responses without manipulating any variables.
The primary objective of the study was to determine how different leadership styles influence the motivation levels of academic staff and their degree of commitment to their respective institutions. Leadership behaviors exhibited by academic administrators and supervisors were found to significantly shape employees’ work attitudes, engagement, and organizational loyalty. By examining these relationships, the study generated empirical evidence that contributes to a deeper understanding of leadership dynamics in academic settings. The findings provide valuable insights for institutional leaders and policymakers in adopting leadership practices that enhance employee motivation and strengthen organizational commitment.

2.2 Research Locale

The geographic locations of this study were private and public higher education institutions in the Davao Region. 

2.3 Population and Sample

The respondents of this study were academic personnel from selected public and private higher education institutions in the Davao Region. Participants included full-time instructors, department heads, and administrative staff involved in academic operations and working under institutional leaders. They were considered suitable respondents because they have direct experience with leadership practices within their institutions.
Both teaching and administrative personnel were included to provide diverse perspectives on leadership in academic settings. To ensure reliable responses, only full-time employees who have served in their institutions for at least one year were selected. The study used purposive sampling to identify participants who meet these criteria and possess relevant experience related to the research (Tajik et al, 2024).

2.4 Research Instruments

This study employed adapted questionnaires from De Guzman et al., (2025). A five-point Likert Scale was used in the study. 

2.5 Data Gathering Procedure

Qualified respondents from selected higher education institutions in the private and public higher education institutions in the Davao Region, will be identified based on the established criteria. The purpose of the study was explained to the participants, and they were assured that their participation is voluntary and their responses will remain confidential.

After obtaining consent, the researcher distributed survey questionnaires measuring leadership styles, employee motivation, and organizational commitment. Respondents were given adequate time to complete the instrument. Completed questionnaires were collected, checked for completeness, and encoded for statistical analysis using appropriate descriptive and inferential techniques.

2.6 Data Analysis

The collected data were organized, coded, and analyzed using appropriate statistical tools. Descriptive statistics such as frequency, percentage, mean, and standard deviation were used to describe the respondents’ perceptions of leadership styles, employee motivation, and organizational commitment. To determine the relationship between the variables, inferential statistical techniques, particularly correlation analysis, were employed. These analyses helped in identifying the extent to which leadership styles are associated with employee motivation and organizational commitment in academic institutions.

3. results and discussion

This section presents the results of the data analysis and the corresponding discussion of the findings. The results are organized according to the research questions and are interpreted in relation to existing literature to provide a deeper understanding of the relationship between leadership styles, employee motivation, and organizational commitment in academic institutions.

3.1. Leadership Style commonly practiced by Administrators in Academic Institutions

The results in Table 1 show that administrators in academic institutions practice different leadership styles, with transactional and transformational leadership emerging as the most observed based on the computed mean scores. In the area of transactional leadership, the items obtained some of the highest ratings, with mean scores ranging from 4.10 to 4.50, indicating a very high level of practice. In particular, the statement “My supervisor sets clear performance expectations and rewards me based on meeting those expectations” obtained the highest mean of 4.50 (SD = 0.65), followed by “My supervisor holds me accountable for achieving specific goals and objectives” with a mean of 4.41 (SD = 0.62). These results suggest that administrators frequently emphasize clear expectations, accountability, and reward systems in managing employees.

Similarly, transformational leadership also showed high levels of practice, with mean scores ranging from 4.05 to 4.40. The highest-rated item under this category was “My supervisor encourages me to develop my personal and professional growth” with a mean of 4.40 (SD = 0.58), followed by “My supervisor inspires and motivates me to perform beyond expectations” with a mean of 4.35 (SD = 0.63). These findings indicate that administrators also demonstrate behaviors that promote employee development, motivation, and shared vision within the institution.

In contrast, laissez-faire leadership received comparatively lower mean scores ranging from 3.72 to 3.95, although these values still fall within the high descriptive level. For instance, “My supervisor allows me to make most of the decisions regarding my work” obtained the highest mean of 3.95 (SD = 0.69), while “My supervisor does not set clear expectations for my performance” had the lowest mean of 3.72 (SD = 0.79). These results suggest that while some degree of autonomy is present, administrators generally do not rely heavily on a passive leadership approach.

Table 1. Leadership Styles as practiced by Administrators in Academic Institutions

	PARTICULARS
	MEAN
	STD. DEVIATION
	DESCRIPTION

	Transformational Leadership
	
	
	

	1. My supervisor inspires and motivates me to perform beyond expectations.
	4.35
	0.63
	Very High

	2. My supervisor encourages me to develop my personal and professional growth.
	4.40
	0.58
	Very High

	3. My supervisor promotes a vision that aligns with my values and beliefs.
	4.28
	0.60
	Very High

	4. My supervisor provides individualized support and recognition for my efforts.
	4.05
	0.75
	High

	5. My supervisor encourages innovative thinking and new ideas
	4.12
	0.70
	High

	Transactional Leadership
	
	
	

	1. My supervisor sets clear performance expectations and rewards me based on meeting those expectations.
	4.50
	0.65
	Very High

	2. My supervisor uses a system of rewards and punishments to manage performance.
	4.36
	0.72
	Very High

	3. My supervisor emphasizes task completion and follows strict rules and procedures.
	4.25
	0.68
	Very High

	4. My supervisor provides regular feedback on my performance.
	4.10
	0.66
	High

	5. My supervisor holds me accountable for achieving specific goals and objectives.
	4.41
	0.62
	Very High

	Laissez-Faire Leadership
	
	
	

	1. My supervisor provides little or no guidance on how to perform tasks.
	3.82
	0.77
	High

	2. My supervisor avoids making decisions or providing feedback.
	3.74
	0.81
	High

	3. My supervisor allows me to make most of the decisions regarding my work.
	3.95
	0.69
	High

	4. My supervisor rarely intervenes when issues arise.
	3.80
	0.75
	High

	5. My supervisor does not set clear expectations for my performance.
	3.72
	0.79
	High

	Path-Goal Leadership
	
	
	

	1. My supervisor adapts their leadership style to help me achieve my goals.
	4.05
	0.67
	High

	2. My supervisor provides the necessary resources and support to accomplish my tasks.
	4.12
	0.64
	High

	3. My supervisor removes obstacles that might prevent me from achieving my objectives.
	4.00
	0.70
	High

	4. My supervisor encourages me to set and pursue personal career goals.
	4.08
	0.66
	High

	5. My supervisor makes sure I have the tools and support needed to perform my job effectively.
	4.10
	0.63
	High




The results indicate that administrators in academic institutions demonstrate a balanced application of leadership styles, with transactional and transformational leadership emerging as the most prominently practiced approaches. The strong presence of transactional leadership reflects administrators’ emphasis on clear expectations, accountability, and performance-based rewards, which contribute to maintaining organizational structure and operational efficiency (Bass & Avolio, 1994; Yukl, 2013). Concurrently, the high ratings for transformational leadership behaviors suggest that administrators actively motivate employees, support professional development, and promote a shared institutional vision, thereby enhancing engagement and performance (Northouse, 2021). In contrast, the comparatively lower ratings for laissez-faire leadership indicate that administrators generally avoid passive leadership practices and instead sustain active involvement in guiding employee performance.
These findings strongly support the Full Range Leadership Theory (Bass & Avolio, 1994), which posits that effective leaders utilize a combination of transformational and transactional leadership behaviors to achieve optimal organizational outcomes, while minimizing reliance on laissez-faire practices. The results imply that administrators in academic institutions effectively integrate both leadership approaches—using transactional leadership to establish structure, accountability, and performance standards, and transformational leadership to inspire, motivate, and develop employees. This balanced application reflects the theory’s assertion that leadership effectiveness is maximized when leaders are able to shift between styles based on situational demands. Overall, the findings highlight that the strategic integration of transformational and transactional leadership behaviors is essential in fostering employee motivation, enhancing performance, and ensuring organizational effectiveness in academic settings.

3.2. Influence of Leadership Styles on the Motivation of Employees

The results in Table 2 indicate that different leadership styles significantly influence employee motivation in academic institutions. Transformational leadership shows the strongest relationship with employee motivation (r = 0.71, p < 0.05), suggesting that when administrators inspire employees, support their professional growth, and promote a shared vision, employees tend to exhibit higher levels of motivation. This finding highlights the importance of inspirational and developmental leadership behaviors in fostering employee engagement in academic settings.

Path-goal leadership also demonstrates a strong positive relationship with employee motivation (r = 0.63, p < 0.05). This indicates that administrators who provide guidance, remove obstacles, and support employees in achieving their work goals contribute significantly to improving motivation among academic staff.

Meanwhile, transactional leadership shows a moderate positive relationship with employee motivation (r = 0.58, p < 0.05). This suggests that leadership practices involving clear expectations, structured tasks, and reward systems can also enhance employee motivation, although their impact may be slightly less influential compared to transformational leadership.

On the other hand, laissez-faire leadership exhibits a negative relationship with employee motivation (r = -0.32, p < 0.05), implying that when leaders provide minimal guidance and involvement, employees may feel less supported and consequently experience lower levels of motivation.

Table 2. Influence of Leadership Styles on Motivation of Employees 
	Leadership Style
	Mean
	Std. Deviation
	r-value
	p-value

	1. Transformational Leadership
	4.24
	0.65
	0.71
	0.000

	2. Transactional Leadership
	4.32
	0.66
	0.58
	0.000

	3. Laissez-Faire Leadership
	3.81
	0.76
	-0.32
	0.012

	4. Path-Goal Leadership
	4.07
	0.66
	0.63
	0.000



The results show that leadership styles significantly influence employee motivation in academic institutions. Transformational leadership has the strongest positive relationship with motivation, indicating that leaders who inspire employees and support their professional growth enhance motivation (Bass & Avolio, 1994; Northouse, 2021). Path-goal leadership also positively influences motivation by providing guidance and support in achieving work goals (House, 1996; Yukl, 2013), while transactional leadership moderately contributes through clear expectations and reward systems. In contrast, laissez-faire leadership negatively affects motivation, suggesting that minimal leadership involvement may reduce employees’ engagement and motivation (Northouse, 2021; Yukl, 2013).

3.3. Relationship between leadership styles and employees’ organizational commitment in academic institutions

The results in Table 3 indicate that leadership styles are significantly related to employees’ organizational commitment in academic institutions. Transformational leadership shows the strongest positive relationship with organizational commitment (r = 0.74, p < 0.05). This suggests that administrators who inspire, support professional growth, and communicate a clear vision are more likely to foster stronger commitment among employees toward their institutions.
Similarly, path-goal leadership demonstrates a strong positive relationship with organizational commitment (r = 0.66, p < 0.05). This finding implies that when leaders provide guidance, remove obstacles, and support employees in achieving work-related goals, employees tend to develop a stronger sense of loyalty and attachment to the organization.
Transactional leadership also shows a moderate positive relationship with organizational commitment (r = 0.60, p < 0.05). This indicates that leadership practices emphasizing clear expectations, accountability, and rewards for performance contribute to employees’ commitment, although the effect is slightly lower compared to transformational leadership.
In contrast, laissez-faire leadership shows a negative relationship with organizational commitment (r = -0.29, p < 0.05). This suggests that when leaders demonstrate minimal involvement and limited guidance, employees may feel less supported, which may weaken their commitment to the institution.

Table 3. Relationship between leadership styles and employees’ organizational commitment in academic institutions  
	Leadership Style
	Mean
	Std. Deviation
	r-value
	p-value

	1. Transformational Leadership
	4.24
	0.65
	0.74
	0.000

	2. Transactional Leadership
	4.32
	0.66
	0.60
	0.000

	3. Laissez-Faire Leadership
	3.81
	0.76
	-0.29
	0.018

	4. Path-Goal Leadership
	4.07
	0.66
	0.66
	0.000



The results indicate that leadership styles play a significant role in shaping employees’ organizational commitment in academic institutions. Among the leadership styles examined, transformational leadership demonstrates the strongest influence, suggesting that leaders who inspire employees, support professional development, and communicate a clear vision are more likely to foster strong institutional loyalty and emotional attachment among employees (Bass & Avolio, 1994; Northouse, 2021). Path-goal leadership also shows a strong positive relationship with organizational commitment, indicating that leaders who provide guidance, clarify goals, and remove barriers to performance can enhance employees’ sense of support and commitment to the organization (House, 1996; Yukl, 2013). Transactional leadership contributes moderately to organizational commitment by promoting accountability, clear expectations, and performance-based rewards that reinforce employees’ responsibilities within the institution (Bass & Avolio, 1994). In contrast, laissez-faire leadership demonstrates a negative relationship with organizational commitment, suggesting that passive leadership and limited supervision may reduce employees’ sense of support and attachment to the organization (Northouse, 2021; Yukl, 2013). Overall, the findings suggest that active, supportive, and motivational leadership practices are essential in strengthening employees’ commitment and engagement within academic institutions.

4. Conclusion

4.1 Conclusion

The study concludes that administrators in academic institutions practice multiple leadership styles, with transactional and transformational leadership emerging as the most prominent approaches, both receiving very high mean ratings. These leadership practices emphasize clear expectations, accountability, professional development, and employee motivation. The findings further reveal that leadership styles significantly influence employee motivation and organizational commitment. Transformational leadership demonstrates the strongest positive relationship with both employee motivation (r = 0.71) and organizational commitment (r = 0.74), followed by path-goal leadership, which also shows strong positive relationships with motivation (r = 0.63) and commitment (r = 0.66). Transactional leadership shows a moderate positive influence on both variables, indicating that structured expectations and reward systems contribute to employee engagement. In contrast, laissez-faire leadership exhibits a negative relationship with both employee motivation (r = -0.32) and organizational commitment (r = -0.29), suggesting that minimal leadership involvement may weaken employees’ engagement and attachment to the institution. Overall, the study highlights that active, supportive, and motivational leadership styles—particularly transformational and path-goal leadership—are essential in enhancing employee motivation and strengthening organizational commitment in academic institutions.

4.2 Recommendations

Based on the study’s findings, the following recommendations are proposed:
1. Strengthen transformational leadership practices among administrators by encouraging them to inspire employees, communicate a clear institutional vision, and support the professional growth and development of faculty and staff.
2. Promote the use of path-goal leadership strategies by providing guidance, removing work-related barriers, and ensuring that employees receive adequate resources and support to accomplish their tasks effectively.
3. Maintain appropriate transactional leadership practices, particularly in setting clear performance expectations, establishing accountability systems, and providing recognition or rewards for employees who achieve institutional goals.
4. Minimize the use of laissez-faire leadership behaviors by encouraging administrators to remain actively involved in decision-making, supervision, and employee support to prevent reduced motivation and organizational commitment.
5. Provide leadership development and training programs for academic administrators to enhance their ability to apply effective leadership styles that foster employee motivation and organizational commitment.
6. Establish institutional policies that encourage supportive leadership practices, including mentoring programs, professional development opportunities, and open communication between administrators and employees.
7. Conduct regular assessments of leadership effectiveness within academic institutions to monitor how leadership styles influence employee motivation, engagement, and organizational commitment.
8. Encourage future research to explore additional factors that may influence employee motivation and organizational commitment, such as organizational culture, job satisfaction, and work environment in academic institutions.
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