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INTRODUCTION 
 

Organizations, in the current context, operate in an environment characterized by rapid 

and complex changes, caused by factors such as globalization, digitalization and technological 

developments. These changes are forcing organizations to be more flexible and adaptive to deal 

with increasing competition and ever-changing market demands.  

Organizational commitment is an essential concept in human resource management, 

reflecting the level of involvement and loyalty that employees have towards the organization in 

which they work. This commitment directly influences employee performance, productivity, 

and retention, having a profound impact on an organization's long-term success. In today's 

context of rapid change and intense competition, organizations that manage to cultivate strong 

employee engagement ensure not only stability, but also the ability to innovate and adapt. 

Organizational performance is the extent to which an organization meets its objectives 

and achieves desired results, through the efficient and effective use of available resources. This 

includes not only profitability and productivity, but also factors such as innovation, employee 

satisfaction and adaptability to changes in the environment. In a competitive and dynamic 

context, organizational performance is an essential indicator of long-term success, being 

directly influenced by the quality of management, organizational culture and labor relations. 

Modern organizations are strongly influenced by the quality of leadership, which plays a 

central role in cultivating organizational commitment and, implicitly, in improving 

performance. Effective leadership can create a positive work environment where employees 

feel valued and motivated to contribute to achieving organizational goals.  

The research aims to investigate the relationships between the dimensions of 

organizational engagement, managerial implications, and organizational performance. The 

study analyzes these relationships in depth and provides concrete recommendations for 

specialists in the field of human resource management. 

The bibliography studied comprises a variety of relevant sources exploring the concepts 

of organizational engagement, leadership, organizations, and performance. A significant part 

of the bibliography was made up of electronic sources, given the increasingly pronounced trend 

of digitization of books, journals and academic archives.  
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Chapter 1. OBJECTIVES AND METHODOLOGY OF THE RESEARCH 
 

1.1. Definition of the research problem 

 

1.1.1. Relevance of the research problem 

The relevance of this research topic lies in its contribution to developing a detailed and 

deep understanding of the relationships between employee engagement, employee 

performance, and organizational success. The research proposes solutions for optimizing these 

dimensions in a dynamic and complex organizational environment. Thus, the study has the 

potential to guide leaders and decision-makers in creating effective policies and practices to 

improve labor relations and stimulate stronger engagement that contributes to the adaptation 

and competitiveness of organizations in dynamic and ever-changing environments.  
 
1.1.2. Purpose of the research 

Considering the current socio-economic context, the doctoral thesis „The impact of 

working relationships on organizational commitment. Managerial implications for 

industrial organizations” examines, in an integrative approach, the dynamics between 

workplace interactions and organizational efficiency. 

Taking into account these considerations, the purpose of the research can be formulated: 

 

 

1.1.3. Definition of the research problem 

The theme of the research refers to how organizational commitment and its dimensions 

influence performance at work, as well as to the extent to which these influences generate 

managerial implications in the Romanian organizational environment. 

The research problem was formulated as follows: 

 

 

 

1.1.4. Research questions and objectives 

In order to achieve the proposed goal, the research was structured around a series of 

research questions, of a theoretical and empirical nature: 

1. How does labour relations influence organisational engagement within organisations? 

Investigating the relationships between organizational commitment, its dimensions, 

with a focus on employee motivation and satisfaction, organizational leadership and 

performance at work, in order to develop a theoretical and methodological framework that 

contributes to optimizing organizational performance in the context of a dynamic and 

complex environment.  

Investigating how labor relations, defined by the dynamics of interactions between 

employers and employees, influence the level of organizational engagement, as well as 

the managerial implications regarding the implementation of organizational practices 

that influence organizational performance. 
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2. What are the managerial implications of these relationships on organizational 

performance? 

Each proposed research question addresses complex and extensive issues.  To ensure a 

clear approach, the research focuses on the following research objectives: 

1. Deep analysis and understanding of organizations and the factors that determine 

organizational performance. 

2. Investigating and clarifying the concept of organizational engagement and its 

dimensions. 

3. Exploring and defining the essential role of leadership and the leadership process 

within the socio-economic dynamics of organizations. 

4. Develop a conceptual framework and a coherent research methodology to examine the 

relationships between organizational engagement, its dimensions, organizational 

leadership and job performance in Romanian organizations. 
 

1.2. Research methodology used 
 

 The research methodology of the paper adopted an integrative approach to explore the 

variables of the model in the context of Romanian organizations, as well as the relationships 

and interdependencies between them in the specific context. The aim was to identify some 

association and causal determination relationships between the analyzed variables. 

 For this purpose, a quantitative methodology. The research was carried out through the 

investigation technique, using data collection tool questionnaires with responses on the Likert 

scale.  

These questionnaires were applied to respondents from various organizations and fields 

of activity. 

Research model variables, which include organizational engagement, motivation, 

satisfaction, leadership, and job performance, were investigated using these research tools. The 

interpretation of the obtained results was presented in the sections dedicated to the specific 

chapter of this paper. The general conclusions summarize the information presented and 

analyzed during the thesis. Personal contributions have been classified into two types: 

theoretical contributions and contributions of an applicative nature.  
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I. THEORETICAL PERSPECTIVES 
 

Chapter 2. ORGANIZATION AND ORGANIZATIONAL 

DEVELOPMENT 
 

2.1. Organisational structure 

             
Zlate (2004) defined the organization as „a social-human activity, which involves the 

spontaneous or directed, voluntary association of a large number of individuals who hold well-

defined statuses and roles, determined or not, in order to achieve a goal, a goal, an objective” 

(p. 96). 

In order for employees to achieve organizational goals in an effective way, they must be 

organized, which implies establishing a clear structure of working relationships. George & 

Jones (2012) appreciates that: „Organizational structure is the formal system of task and job 

reporting relationships that determine how employees use resources to achieve the 

organization's goals.” (p. 470). 

George & Jones (2012) believes that in the process of designing the organizational 

structure, three important factors must be taken into account: 

1. Organizational environment. As the environment becomes more dynamic and uncertain, 

organizations tend to decentralize authority and empower employees to react quickly and 

flexibly. In contrast, in stable environments, organizational structures are more centralized, 

formal, and rigid. 

2. The technology used in the organization. The more complex the technology used by an 

organization, the greater the need for a flexible structure that allows adaptation and 

innovation, while routine (common) technologies favor formal structures.  

3. Human resources and labor relations. The more an organization relies on a highly skilled 

workforce and teams empowered to improve performance, the more likely it is to adopt a 

flexible and decentralized structure that allows employees the freedom to collaborate, make 

important decisions, and interact freely within teams. 

Daft (2010) appreciates that the specific features of an organization are described by 

two categories of dimensions: 

- structural, which refers to the internal characteristics of an organization, such as 

formalization, specialization, hierarchy of authority, centralization, professionalism, and 

personnel ratios; 

-  contextual, defining the organization as a whole, including dimensions such as size, 

organizational technology, environment, goals, strategy, and organizational culture.  

Within an organization, authority, responsibility and accountability are the main aspects 

that ensure the efficient, structured and responsible functioning of activities (Robbins & 

Coulter, Management, 2016): 

- Authority is the legitimate power conferred on certain positions or persons within the 

organization, which allows them to make decisions, coordinate the activities of other 

members of the organization, and ensure compliance with procedures, thereby maintaining 

order and influencing the actions of subordinates.  

- Responsibility is the obligation of a person to efficiently and correctly perform the tasks and 

duties associated with his or her position in the organization, ensuring that each member 

understands expectations and is committed to meeting the organization's goals. 

- Accountability involves a person assuming the consequences of their decisions and actions, 

being accountable to their superiors for how they have performed their duties, which is 

essential for maintaining discipline and being aware of the impact of actions on the 

organization.   
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2.2. Types of organisational structures 
 

An organizational structure must correspond to the dimensions and complexity of an 

entity and the proposed goals, but also to imply a form of correlation between people and goals, 

as well as between people and structures. The organizational structure represents the way of 

dividing the organization's activity into objectives and their coordination.  

Depending on the degree of structuring, organizations can be classified into two major 

categories:  

• Informal organizations are those in which the structure is either poorly defined or lacking 

formality. These organizations are characterized by flexibility and adaptability, and their 

internal dynamics often depend on interpersonal relationships and informal influence 

between members. 

• Formal organizations, on the other hand, have a well-established and clearly defined 

structure. In these organizations, norms, positions, and roles are precisely described, and 

relationships of authority, power, and responsibility are formally established. Due to the 

emphasis on order, rules and regulations, formal organizations tend to be more stable and 

predictable, but at the same time more rigid and less flexible than informal organizations. 

Burns and Stalker (1994) identified two types of organizations: 

1. Mechanistic organizations to o formal organizational structure, as it is a fusion of 

bureaucratic and hierarchical systems. Strictly regulated activities in a controlled structure give 

the mechanistic organization a static and rigid character (Burns & Stalker, 1994). 

2. Organic organizations to o flat organizational structure, where activities are 

predominantly horizontal. Power and authority are evenly distributed among members, and the 

flexible structure allows for rapid adaptation to change. An organic organizational structure 

values employees' ideas, making them feel like an integral part of the system, which drives 

efficiency, productivity, and cooperation (Burns & Stalker, 1994). 

Organizational structures provide an essential framework for the effective coordination 

of resources and activities, supporting the achievement of strategic objectives through a clear 

allocation of roles, responsibilities and authority relationships. 

 

2.3. Organisational development 
 

In an ever-changing organizational environment, what differentiates a successful 

organization from one that fails to capitalize on the same opportunities is, in addition to the 

commitment to people and quality, the ability to develop the necessary flexibility to adapt to 

changing conditions.  

Brown and Harvey (2006) define organizational development as a set of long-term efforts 

and programs aimed at improving an organization's ability to survive and adapt by changing 

the way it solves problems and through renewal processes.  

Bradford and Burke (2005) believe that any organization can be analyzed from the 

perspective of Entries from the external environment, Yield (the process by which inputs are 

used to produce a product or service) and Outflows (results and final performance of the 

organization). Products and services generated by the organization reach the external 

environment through customers and other stakeholders, thus influencing future inputs. 

Since „today change is constant and inevitable” (Bradford & Burke, 2005, p. 7), the very 

field of organizational development must adapt and reinvent itself so as not to become 

irrelevant.  

That is why organizational development must focus on creating integrative solutions to 

the problems faced by organizations, addressing problems related to content and process, 

collaboration with decision makers and increasing its influence in organizations, because „the 

goal of organizational development is to make organizations healthier and more efficient” 

(Brown & Harvey, 2006, p. 4). 
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2.4. Industrial organisations 
 

Porter (1979) describes industrial organizations as entities operating within industries 

perceived as homogeneous, where these organizations are similar in most relevant economic 

dimensions, except for their size. Thus, in the traditional sense, Industry refers to a group of 

companies and organizations that produce similar goods or provide similar services. 

Florida (2019) expands the concept of industry to include a wide range of activities, with 

a particular focus on the creative industries, encompassing sectors such as IT, design, visual 

arts, music, film. Florida introduces the concept of „creative industry” highlighting that these 

areas contribute significantly to economic growth and are characterized by organized activities 

based on creativity and innovation.  

In this context, the definition of industry extends beyond the traditional boundaries of 

manufacturing production, to include other systematized fields such as technology, finance, and 

entertainment.  

Fields (2012) explores the concepts of hard work and dedication, describing how the term 

„industry” is used figuratively to emphasize personal effort. Thus, the term symbolizes 

diligence and personal effort, being used to emphasize hard work and dedication, fundamental 

traits not only in the economic context, but in any form of organized activity. 

The evolution of the concept of industry and industrial organizations reflects their 

continuous adaptation to the social, economic and technological changes of recent decades. 

Today, industrial organizations cover a wide spectrum of fields, contributing to the dynamics 

of the global economy and the development of contemporary society.  
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Chapter 3. ORGANIZATIONAL PERFORMANCE 
 

In a competitive and ever-changing environment, organizational performance is essential 

for the survival and prosperity of any organization.  

 

3.1. Defining performance 
 

Bourguignon pointed out that: „in general, performance refers to the achievement of 

organizational objectives, regardless of the nature and variety of these objectives” 

(Bourguignon , 1997, p. 91). She appreciated, however, that performance means, at the same 

time, representation of success and varies according to the „actors” (because it is dependent on 

success), an outcome of an action (because it is an evaluation of the results achieved), and an 

action (because it is a process of of putting a skill into action and represents an ideology of 

effort and progress). Armstrong and Baron (2005) On the other hand, it considers that 

performance should not only be seen in terms of quantifiable results, but also in the context of 

the efforts and activities that lead to these results, since high performance is achieved through 

the appropriate use of the necessary skills, knowledge and competences.  

Motowidlo and Kell (2013) defined workplace performance as the value that the 

organization expects from the activities performed by people. Instead, Chatenay (2014) defined 

managerial performance as: „the achievement of objectives with criteria of quantity, quality, 

costs and deadlines whose levels have been set in advance” (p. 19), which emphasizes that 

performance „is not established once and for all” (p. 19). 

As there is no consensus on the definition of performance or how to evaluate it, 

Bourguignon (1996) recommends an integrated and flexible approach to defining and 

evaluating performance, taking into account the diversity of factors involved.  

 

3.2. Related concepts 
 

Hansen & Wernerfelt (1989) considers that two main directions of approach to 

performance drivers can be distinguished:  

- economic, emphasizing the role of external factors on the company's success; 

-  behavioral, focusing on organizational factors and how they align with the environment.  

In the economic approach, the performance of the organization is explained by: the 

characteristics of the sector of activity, the positioning in relation to its competitors, the quality 

and quantity of available resources.  

The behavioral approach, on the other hand, explores multidimensional aspects of 

organizational phenomena considered essential for performance: employee values and 

motivation, group dynamics and leadership, goal setting and achievement. 

Motowidlo and Van Scotter (1994) believe that there are two dimensions to the concept 

of employee performance: 

• Work performance (professional performance itself) represents the behavior associated with 

maintaining and servicing the actual activity of the organization; 

• Contextual performance (interpersonal professional performance): the personal skills of a 

person who supports the wider social environment in which the activity itself must operate. 

Reviewing the literature, Nwamen (2006) observed that performance is a concept equated 

with notions such as: effectiveness, efficiency, economy, capacity, competitiveness, yield, 

productivity, success, achievement and excellence. The association of these notions with the 

concept of performance highlights the variety of understanding models and different 

perspectives of the researchers, practitioners, managers and experts involved.  

Griffin (2007) notes that, in the literature, the definition of performance is done by 

overlapping concepts. Table 3.1. identifies the main approaches to job performance and lists 

their key constructs. 
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Table 3.1. The evolution of concepts associated with work performance 

 

 

 
 Workload efficiency 

Campbell, 1993  

 

Competence in specific tasks of a job/position 

Competence in non-specific tasks of a job 

Written and oral communication skills 

Maintaining personal discipline 

Facilitating the performance of colleagues and the team 

Supervision and management 

Management and administration 

 Behavior 

Welbourne, 1998 

 

Behavior in the role at work 

Role-playing behavior in the career 

Behavior in the role of innovator 

Team role behavior 

Role behavior in the organization 

 Resiliency 

Pulakos, 2000  

 

Emergency or crisis management 

Managing stress at work 

Solving problems creatively 

Dealing with uncertain work situations 

Learning tasks, technologies and procedures 

Demonstration of interpersonal adaptability 

Demonstrating cultural adaptability 

Demonstrating physical adaptability 

 Performance 

Borman & Motowidlo, 1993 Load performance 

Contextual performance 

Podsakoff et al., 2000  

 

Helping behavior 

Sportsmanship 

Organizational loyalty 

Organizational conformism 

Individual initiative 

Civic virtue 

Self-development  

Borman et al., 2001  

 

Initiative / conscientiousness  

Personal support 

Organizational Support 

Johnson, 2003  

 

Load performance 

- competence in job-specific tasks 

- competence in non-job-specific tasks 

- Written and oral communication skills 

- Management and administration 

- Supervision / coordination 

- Initiative/conscientiousness  

Performance in cooperation 

Adaptive performance 

 Proactivity 

Morrison & Phelps, 1999 Taking control 

Grant, 2000  

 

General proactive behavior  

Context-specific proactive behavior 

Frese & Fay, 2001  Personal initiative 

Parker et al., 2006  Proactive behavior at work 

Source: adapted and edited from Griffin, Neal, & Parker (2007, p. 328) 
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3.3. Measuring performance in the workplace 
 

The concept of performance measurement envisions the continuous monitoring and 

reporting of an entity or organization's achievements, especially progress toward predetermined 

goals. The result of the performance evaluation is materialized in a performance indicator, 

expressed by a numerical value and a unit of measurement: the number indicates the size (how 

much), and the unit provides the context (what). These indicators are always associated with 

specific objectives.  

Performance indicators can assess the type or quality of the processes carried out, the 

products and services provided, as well as their results. These indicators are important tools to 

analyze, manage and optimize the activities of organizations (Eccles, 1991). 

In general, the indicators of a process cover the following aspects:  

• Effectiveness: reflects the extent to which the outcome of the process meets the 

requirements („Are we doing things right?”);  

• Efficiency: measures how well the process produces the desired result with minimal 

resource costs („Are we doing things right?”);  

• Customer care: the level of satisfaction of the users of the process. 

Performance indicators must be integrated in two directions: vertically and horizontally 

(Franceschini, Galetto, & Maisano, 2019). Vertical integration helps employees align with the 

organization's strategic goals, while horizontal integration optimizes workflow across the entire 

process and organization. 

There are several practical reasons for implementing a performance measurement 

system (Bourne & Bourne , 2011): 

• A performance measurement system is a structured approach to focusing on the 

strategic plan, objectives and performance of a system.  

• The indicators focus on the aspects that deserve more attention in order to achieve the 

necessary result. The indicators provide feedback on progress towards the targets. 

• Performance indicators improve internal communication (between employees) and 

external communication (between the organization and customers, but also other stakeholders).  

In establishing a performance measurement system, three fundamental aspects are 

essential:  

• strategic plan;  

• key sub-processes;  

• the needs of stakeholders.  

The strategic plan contains the basic information for building an integrated performance 

measurement system: 

- strategic purpose - determines the final mission of the process;  

- objective - describes the strategic activities that are necessary to achieve the objective;  

- strategy – defines long-term strategic requirements that relate to objectives; 

- tactical plan – identifies short-term requirements that are related to the strategy 

(requirements regarding cost, time, stage, quality, safety attributes). 

Once a strategic plan has been defined, an appropriate set of indicators must be 

established. The objective is to find out which indicators should be monitored and maintained, 

who are the owners and beneficiaries of the data. For each indicator, it is necessary to provide 

a clear definition of the scale or unit of measurement and the procedure for data collection. 

The processes implement the organization's strategic plan, and in the case of high 

complexity, it is recommended to break them down into hierarchical sub-processes. This can 

be achieved with the help of „process maps”, which provide a detailed visual representation of 

activities, information flows and responsibilities. Process maps include information about 

process inputs, procedures, and outcomes, and help define responsibilities.  

The analysis of these maps allows you to evaluate the efficiency of the process, monitor 

the quality and identify problems and weaknesses.  
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The ISO 9001:2015 standard requires organizations to understand the needs and 

expectations of stakeholders, as they influence the ability to deliver products and services that 

meet the requirements.   Stakeholders include customers, suppliers, shareholders, employees.  

Management's commitment to the development and use of performance indicators is very 

important. There are four specific ways to encourage this commitment (Thomson & Varley, 

1997): 

• Delegation of responsibility: Employee engagement through empowerment increases 

loyalty, commitment, and accountability.  

• Communication development: Effective communication links employee tasks to strategic 

goals.  

• Soliciting feedback: Listening to employees' opinions helps align them with organizational 

strategy and promotes accountability. 

• Defining responsibilities: Each performance indicator must have a designated responsible, 

and employees must understand the link of the indicators to the success or failure of the 

organization.  

Kaplan and Norton (1996) have developed a framework for managing and measuring 

organizational performance, using a balanced set of financial (profitability and profitability) 

and non-financial (efficiency and effectiveness of internal processes, organizational culture, 

employee skills development, innovation) indicators, including customer perspectives 

(customer satisfaction and loyalty, market share and public perception).  

Complex organizations implement performance measurement systems to ensure careful 

monitoring of the results, responsibilities and objectives set, so that they can properly assess 

progress and internal efficiency.  
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Table 4.1. Definitions/operationalizations of organizational commitment 

Chapter 4. ORGANIZATIONAL COMMITMENT 
 

4.1. Definition of the concept of organisational commitment 
 

Allen and Mayer  (1990) have stated that commitment can be defined empirically as „a 

psychological state that connects the individual to the organization” (p. 14).  

Table 4.1. shows that the ways in which commitment is defined and operationalised vary 

widely. The first definition comes from the early works of Becker (1960) on the idea of „side 

bets”. In this case, individuals choose to remain in an organization because of the resources 

invested as their seniority increases, but also because of the costs associated with renouncing 

the organization's membership. 

The second definition of organizational engagement focuses on behaviors that result in 

the attribution of commitment, assignments that are done, in part, to maintain consistency 

between one's behavior and attitudes.  

The third definition in Table 4.1. refers to the processes of identifying and dedicating 

one's own energies to the objectives and values of the organization.  

 
 

1. Side Bets    Engagement is a function of the rewards and costs associated with 

membership in the organization; They usually increase as seniority in 

the organization increases. 

      This approach, as well as variations of it, have been used by 

Alutto, Hrebiniak and Alonso (1973), (Becker H. S., 1960), Farrell 

and Rusbult (1981), Grusky (1966), Hrebiniak and Alutto (1972), 

Rusbult and Farrell (1983) and Sheldon (1971).  

2. Tasks  Commitment determines certain behavioral acts when the individual 

attributes to himself an attitude of commitment, after engaging in 

behaviors that are volitional, explicit and irrevocable.  

      This approach, and variations of it, has been used by Kiesler & 

Sakumura (1966), O'Reilly & Caldwell (1980), and (Salancik, 1977). 

3. Congruence of 

individual and 

organizational goals 

 

      Engagement occurs when individuals identify with the 

organization's goals and values and strive to achieve them.  

The Organizational Engagement Questionnaire (OCQ), developed by 

Porter and his colleagues, is the main operationalization of this 

definition. 

      This approach and variations of it have been used by Angle & 

Perry  (1981); Bartol (1979); Bateman & Strasser (1984); Hall, 

Schneider, & Nygren (1970); Morris & Sherman (1981); Mowday, 

Porter, & Steers (1982); Mowday, Steers, & Porter (1979); Porter, 

Crampon, & Smith (1976); Porter, Steers, Mowday, & Boulian 

(1974); Steers (1977); Stevens, Beyer, & Trice (1978); Stumpf & 

Hartman (1984); and Welsch & LaVan (1981). 
Source: Reichers (1985, p. 468) 

 

4.2. Approaches to organisational engagement 
 
4.2.1. Attitudinal approach  

The attitudinal approach conceptualizes commitment as an attitude that reflects the nature 

and quality of the relationship between the employee and the organization  (Oliver, 1990). This 

approach focuses on the process by which individuals come to form their perception of their 

relationship with the organization, considering that engagement develops as a result of a 

combination of work experiences, perceptions of the organization and personal characteristics, 

leading to positive feelings towards the organization (Mowday, Porter, & Steers, 1982). 
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4.2.2. Behavioural approach 

 The behavioral approach to organizational engagement focuses on the process by which 

employees develop a sense of commitment not to the organization, but to their own actions 

(Becker, Billings , Eveleth , & Gilbert, 1996). The level of commitment is influenced by the 

relationship between the employee's intentions and the requirements of the organization, as well 

as the costs associated with leaving it.  

Mowday et al. (1982) They tried to integrate the two approaches, arguing that attitudinal 

and behavioral engagement are related in a circular and reciprocal way, i.e. engaged attitudes 

lead to engaged behaviors, and to reduce internal inconsistencies between what someone says 

and what they do, engaged behaviors contribute to the formation of engaged attitudes.  

 

4.3. Related concepts 

 
4.3.1. Loyalty  

Loyalty It is defined as a primary variable in the study of organizational engagement and 

an essential factor in achieving active engagement at work (Klein, Becker, & Meyer, 2009). 

Using the elements of the three forms of commitment, Hart & Thompson (2007) They define 

loyalty as „an individual's perception that both parties in a relationship have met each other's 

expectations that 1) denote lasting attachment between two parties, 2) involve self-sacrifice in 

the face of alternatives, 3) are burdened with obligations of duty” (p. 300). This definition 

encompasses the central elements of the organizational commitment model proposed by Meyer 

and Allen (1997): attachment (affective dimension), sacrifices or opportunity costs (continuity 

dimension) and sense of obligation (normative dimension).  

 

4.3.2. Motivation 

Work motivation refers to the factors that determine employees to engage in a certain 

action and adopt specific behaviors in terms of the effort made and the directions followed, thus 

contributing to the performance and profitability of the organizations they are part of. In an 

organizational context, motivation explains, in terms of involvement, employees' behavior and 

attitude towards work and performance.  

Motivation can take various forms depending on the generating factor: 

- Extrinsic motivation: the person acts to meet the expectations of others or to obtain 

material or social benefits, such as rewards, promotions or prestige.  

- Motivation regulated by introjection: the person is driven to act to avoid negative 

feelings such as shame, guilt or fear. 

- Motivation regulated by identification: specific to people who pursue a goal out of 

conviction, considering it important and consistent with personal values and standards. 

- Intrinsic motivation: internally generated, it determines the individual to engage in 

activities that bring him pleasure, satisfaction and enthusiasm, being stimulated to learn, expand 

his skills and seek new challenges. 

- Amotivation: characterized by lack of motivation, apathy and non-capitalization, where 

the person does not act because he believes that he will not achieve the desired result.  

Extrinsic factors can generate immediate and intense effects, but of short duration, while 

intrinsic factors tend to produce stronger and lasting effects, since they are not imposed from 

the outside and are oriented towards the „quality of working life”  (Armstrong, 2003, p. 141). 

Motivational theories focuses on explaining employee behavior and the factors that 

influence their motivation (Lin, 2007). 

Specialists classify motivational theories into three main categories, according to various 

criteria: 

A. Content theories (needs-based) aim to identify the factors that initiate and direct the 

motivated behavior of individuals: 

• Hierarchy of needs theory 
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• Bifactorial theory (motivation theory - hygiene) 

• Theory of the need for realization 

• Self-determination theory  

• ERG Theory  

B. Process-oriented theories focus on the factors that direct human behavior, analyzing 

the thoughts, beliefs, and values that people manifest in the decision-making process: the theory 

of expectations and the theory of fairness. 

C. Strengthening/Strengthening Theory: 

Developed by Baruch F. Skinner apud  (Feldman, 1985), this motivational theory is 

considered one of the most applicable in practice, emphasizing the factors that determine the 

repetition of a behavior.  

 

4.3.3. Job satisfaction 

Job satisfaction is a topic of major interest in organizational theory, as the level of 

employee satisfaction is reflected in the organization's results.  

Schneider and Snyder (1975) describe job satisfaction as the evaluation of job conditions 

or benefits, evaluations that are influenced by the needs, values, and expectations of the 

individual, as well as factors such as autonomy in performing job duties, involvement in 

decision-making processes, and empathetic behavior of management (Ahmad, Ahmad, & Shah, 

2010). Micle (2009) believes that job satisfaction is „one of the factors of both personal and 

organizational efficiency” and that is why the attention paid to this concept is a priority for 

managers and specialists in the field (p. 75). 

Professional satisfaction is multidimensional, involving aspects such as satisfaction with 

the work itself, salary, recognition, relationships with managers and colleagues, organizational 

culture and values of the structure (Sempane, Rieger, & Roodt, 2002). 

 

4.4. Models of organisational engagement 

 
4.4.1. Salancik's model  

Salancik, having a behavioral orientation, identified three essential characteristics that 

link an individual to organizational commitment: visibility, irrevocability, and volitionality of 

behavior.  

4.4.2. Mowday, Steers and Porter  

Organizational engagement has been defined by Mowday, Steers and Porter (1979) as the 

degree of identification of an individual with the organization and the level of active 

involvement in its activities.  

4.4.3. O'Reilly and Chatman's model  

Charles O'Reilly and Jennifer Chatman defined organizational engagement as „the 

psychological attachment felt by the person to the organization” and that „reflects the degree to 

which the individual internalizes or adopts characteristics or perspectives of the organization” 

( O'Reilly & Chatman, 1986). 

4.4.4. The Angle and Perry model  

Angle and Perry  (1981) have developed a  two-dimensional model of commitment, which 

distinguishes between value commitment, an active commitment characterized by identification 

and involvement in the organization, and a passive commitment, defined by the desire to remain 

within the organization, but without the intention of being a dedicated and involved employee 

(Angle & Perry, 1981). 

4.4.5. The Penley and Gould model  

Penley and Gould developed a multidimensional model of engagement, based on Etzioni's 

organizational engagement model, which conceptualizes individuals' commitment to the 

organization (1961)(1975). 
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4.4.6. Meyer and Allen's model  

Meyer and Allen  (1991) described organizational engagement as a multidimensional 

construct that can take different forms, proposing a three-component model:  

- Affective commitment:  This component reflects  the employee's desire to remain in the 

organization, developing mainly from positive work experiences, which create feelings of 

comfort and professional competence.  

- Continuity commitment: This component reflects  the employee's need to remain in the 

organization, motivated by the recognition of the costs associated with leaving the organization, 

such as the existence of side bets or the lack of alternatives.  

- Normative commitment: This component expresses Obligation employee to remain in 

the organization, which results from the internalization of loyalty norms or from the receipt of 

„Upfront rewards”  (Meyer & Allen, 1991, p. 72). 

The three-component organizational engagement model remains the most relevant in the 

research of this concept, emphasizing the need to investigate the antecedents of engagement, 

the relationships between components over time, the links between engagement and behavior, 

and the processes involved in the development and consequences of engagement.  

 

4.5. Influences of organizational engagement on job performance 

 

Researchers' increased interest in organizational engagement lies in its relationships to a 

number of important organizational outcomes. High engagement was associated with a 

decrease in staff turnover and absenteeism, an increase in employee retention, and a high level 

of job performance  (Allen & Meyer , 2000). 
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Chapter 5. LEADERSHIP: EVOLUTION, DEFINITIONS AND 

THEORETICAL APPROACHES 
 

Leadership is a topic of interest, both for researchers and practitioners, because it is a 

factor with an important contribution in achieving performance both at the individual level of 

employees and at the organizational level. Modern challenges require the adoption of flexible 

leadership models that are adaptable to the environment and unpredictable situations. In trying 

to define this concept, researchers have at the same time sought the answer to the question of 

whether leadership is an art or a science. 

 

5.1. Etymological and historical considerations 
 

Etymology has shown that leadership is mainly the ability or skill required to lead, guide 

or direct. The Oxford English Dictionary (1933) (Simpson & Weiner, 1989) highlighted the 

appearance of the word „leader” in English as early as the 1300s, and the appearance of the 

word „leadership” in the first half of the nineteenth century, in writings on imperialism and 

public services (Bass & Bass, 2008). 

The etymology of the word „leadership” comes from the English verb „to lead”, which 

has several meanings, namely: to lead, to lead, to direct, to guide, to command, to govern, to 

guide, to guide, to guide, to reach, to direct, to determine, to show the way, to accompany.  

 

5.2. Defining the concept of leadership 
 

In 1994, 84 social scientists from 56 countries, who met in Calgary in Canada as part of 

the international GLOBE project (Global Leadership and Organizational Behavior 

Effectiveness is a scientific project that has been studying national values, leadership, 

organizational practices and their relationships since the 1990s, in collaboration with nearly 

500 researchers from more than 150 countries) concluded that: „leadership is the ability to 

influence, motivate and enable others to contribute to the effectiveness and success of the 

organizations of which they are members” (Bass & Bass, 2008). 

Professor Silva (2016) defined leadership, emphasizing acceptance, thus: „Leadership is 

the process of interactive influence that occurs when, in a given context, some people accept 

someone as a leader in order to achieve their common goals” (Silva, 2016, p. 3). 

 

5.3. Delimitation of the concepts of leadership and management 
 

Both managers and leaders have important roles in the success of an organization. They 

contribute differently, apply distinct approaches and conceptualizations of work, have specific 

ways of solving tasks and problems, and exhibit different behaviors due to intrinsic and 

extrinsic motivations. Managers ensure operational efficiency and meeting short-term goals, 

and leaders inspire and guide. Organizations need both good managers and leaders to function 

effectively and achieve performance. 

In terms of management and leadership, both differences and similarities were 

highlighted by the academic community and the professional world. Both management and 

leadership involve working with people and influencing them to achieve organizational goals. 

Management, however, has skills used to organize, control, and direct organizational systems 

toward achieving goals, while leadership focuses on change and setting direction by motivating 

and aligning people (Algahtani, 2014). For an organization to be run effectively, to develop 

sustainably and to perform, a combination of management and leadership, effective functions 

and connected relationships is necessary (Maccoby, 2000). 
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5.4. Classification of approaches to leadership 
 

Approaches to leadership are continually evolving as new perspectives and research are 

developed.  

The main approaches are classified as follows: 

1. Trait Approach; 

2. Behavioral approach; 

3. Situational/contingency approach; 

4. Contemporary approach. 

The first three approaches provide a framework for understanding leadership from the 

leader's point of view, namely what the leader is, what the leader does, and in what situation he 

or she is an effective leader. These theories focus on skills, structure, and system concepts. The 

fourth, the contemporary approach, examines the relationships between leaders and followers, 

which also include common values, goals, ideals, group and personal activities (Fairholm & 

Fairholm, 2009). 

 

5.4.1. Trait Approach 

Northouse showed that early attempts to study leadership focused on addressing traits.  

The theories were called the „great man” theories because it was considered that great political, 

military and social leaders were born with special qualities that differentiate them from non-

leaders.  Northouse stated that after a century of research on the trait approach, there has been 

a general convergence of research on these leadership traits, which include: intelligence, self-

confidence, determination, integrity, and sociability.  

 

5.4.2. Behavioural approach 

According to this approach, the actions and behaviors of leaders in various contexts are 

essential in the study of leadership, in contrast to trait-based theories that focus on the innate 

qualities of leaders.  

 

5.4.3. Situational approach 

In the situational approach, the influence of contextual factors on leadership processes is 

emphasized. The theory refers to adapting the leadership style according to the specific situation 

and the competence and commitment of the followers, providing a flexible framework to 

improve the effectiveness of leaders in various organizational contexts. 

 

5.4.4. Contemporary approach 

While classical approaches assume that in the leadership process there is a unidirectional 

influence of the leader on the followers, in contemporary approaches leadership is considered 

to be a result of interaction, exchanges and processes of influence between people in an 

organization (Yukl G. A., 2013). 

Contemporary approaches, which we will mention and describe, include: 

- transformational leadership; 

- transactional leadership; 

- authentic leadership; 

- visionary leadership; 

- e-leadership. 

Transformational leadership is suitable for leading complex groups and organizations, 

where followers are challenged, through mentoring and support, to commit to a common vision 

and goals for the organization, solve innovative problems, remain loyal and performing.  

Transformational leadership is considered an effective form of leadership globally 

because it aligns with the prototypes of the ideal leader perceived by people.  
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Rafferty and Griffin (2004) proposed a transformational leadership model with five 

dimensions: vision, inspirational communication, intellectual stimulation, encouraging 

leadership, personal recognition, considered essential for creating a motivating and productive 

work environment, where followers feel valued and inspired to contribute to organizational 

success (Rafferty & Griffin, 2004). 

Transactional leadership is defined by a clearly defined exchange between leader and 

employees, where responsibilities and rewards are rigorously established and monitored.  

Authentic leadership is manifested through a series of behaviors and attitudes that reflect 

the integrity, transparency and commitment of the leader to his values and principles.  

Visionary leadership involves the ability of leaders to create and convey a clear and 

motivating vision for the future of the organization, mobilizing followers to work together to 

achieve this vision.  

e-Leadership is a natural adaptation of traditional leadership styles in the digital context 

and the current needs of organizations. By using technology effectively and addressing 

challenges specific to virtual work, e-leaders can guide teams and encourage performance and 

innovation in their organizations.  

 

5.5. Influences of leadership on job performance 
 

There are numerous studies that have highlighted the influence of leadership on job 

performance. Goleman (2000) explored the impact of different leadership styles on workplace 

performance, emphasizing the importance of emotional intelligence in leadership. He 

concluded that leaders who adapt their leadership style according to the context and needs of 

their team, can achieve better results and superior team performance. 
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II. RESEARCH METHODOLOGY AND RESULTS 
 

Chapter 6. INVESTIGATING THE RELATIONSHIP BETWEEN WORK 

MOTIVATION AND ORGANIZATIONAL COMMITMENT 
 

The purpose of this research is to investigate the relationships between the concepts of 

work motivation and organizational commitment in the case of employees in three fields of 

activity, namely: commercial, educational and medical. The motivation behind the purpose of 

the research is the importance attached to the in-depth understanding of these concepts for 

organizations. 

 

6.1. Study design 
 
We have established the following Specific Objectives and Research Hypotheses:  

 
Table 6.1. Correspondence between specific objectives and research assumptions 

Specific objectives Research hypotheses 

Objective 1. We aim to explore the 

relationship between the facets of work 

motivation and the dimensions of 

organizational engagement. 

 

H1. We believe that there is a significant 

positive correlation between intrinsic 

motivation and affective commitment. 

H2. We believe that there is a significant 

positive correlation between extrinsic social 

motivation and normative engagement. 

H3. We believe that there is a significant 

positive correlation between the extrinsic 

material motivation and the commitment to 

continuity. 

Objective 2. We aim to study the 

differences in the levels of motivation and 

organizational commitment between 

employees involved in three fields of 

activity.  

 

H4. We estimate that there are significant 

differences in the levels of motivation between 

the employees of the three fields of activity. 

H5. The highest level of motivation is found in 

employees in the commercial field.  

H6. We appreciate that the highest level of 

affective commitment is found in the employees 

in the medical field, significantly higher than in 

the commercial field.  
Source: author's contribution 

 

Research sample:  This study involved 520 respondents, employed in 12 declared fields 

of activity and in other fields that they did not declare. This group of 520 respondents included 

436 women (83.8%) and 84 men (16.2%). 

Research tools: The  following questionnaires were used for data collection: 

- Organizational Commitment Inventory (Meyer & Allen, 1997). The variables 

measured are: affective commitment, continuity commitment, normative commitment. 

- The Multidimensional Work Motivation Scale – MWMS –  (Gagné , și alții, 2015) 

The variables targeted by this tool are: amotivation, extrinsic social motivation, material 

motivation, motivation regulated by introjection, motivation regulated by identification, 

intrinsic motivation. 

Procedure: The data were collected by applying the questionnaires online with the help 

of the Google forms platform. The questionnaires were administered mainly to employees in 

various fields, such as medical, psychological, legal, public administration and economic 
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activities. The answers were anonymized, and the participants were assured that the way they 

answered did not affect them in any way in their professional lives.  

The data were processed with the help of the S.P.S.S. 17.0 processing program.  

 
6.2. Results and discussions 

 
From the descriptive data of the Organizational Engagement dimensions, we observe that 

the mean values of the scales are close to the median values, which denotes that the means of 

the scales are representative of the chosen research sample. Similarly, from the descriptive data 

of the Motivation dimensions, we notice that the mean values of the scales are close to the 

median values, which denotes that the means of the scales are representative for the research 

sample. 

For Hypothesis 1 We have calculated the correlation coefficient between the variables 

Intrinsic motivation And affective commitment. There is a strongly significant correlation 

between the two variables (r=0.359, p=0.000), which shows that Hypothesis 1 is confirmed. 

The more motivated employees are in the actual work activity, the greater their emotional 

commitment. This is especially true in areas that are socially recognized as being paid at a lower 

level and where a higher degree of altruism (Tiron , 2011) is required on the part of employees 

(medical, educational). 

For Hypothesis 2 we calculated the correlation coefficient between the variables social 

extrinsic motivation and normative commitment. We observe a significant correlation between 

the two variables (r=0.091, p=0.039). Hypothesis 2 is confirmed.  

Even if the power of this correlation is quite small, its significance highlights the fact that 

employees who are more motivated in their activity by the presence of colleagues and 

relationships with them, have a greater normative commitment, taking into account the fact that 

it is extremely important to be fair to those around them and to comply with written and 

unwritten rules.  

For Hypothesis 3 we calculated the correlation coefficient between the variables material 

extrinsic motivation and continuity commitment. We note a strongly significant correlation 

between the two variables (r=0.320, p=0.000), which shows that Hypothesis 3 is confirmed.  

The more motivated employees are by the potential material benefits, the greater the 

commitment to continuity, and employees are willing to make certain cost-benefit calculations 

for situations in which they would leave the organization.  

Hypothesis 4 is partially confirmed. The estimate made was that there are significant 

differences in the levels of motivation between the employees of the three fields of activity, but 

the only significant difference (p=0.040) between the targeted areas is only at the level of 

material extrinsic motivation. 

Hypothesis 5 is partially confirmed in the sense that although the initial estimate was 

that the highest level of motivation is found in employees in the commercial field, we observe 

that the different aspects of motivation have different hierarchies depending on the field of 

activity. Significant differences (p=0.034) are manifested only at the level of extrinsic material 

motivation and only between the commercial and educational fields. 

Hypothesis 6 is rejected. The highest level of affective commitment is not found in 

employees in the medical field, nor is it significantly higher than in the commercial field. The 

research data showed that no significant differences are manifested in any aspect of 

organizational commitment (Affective commitment: p=0.429; Continuity commitment: 

p=0.864; Normative commitment: p=0.104; Overall engagement score: p=0.332) among 

employees in the three domains studied: commercial, educational, and medical. 
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6.3. Conclusions and implications 
 

The results highlighted that employees need to be more incentivized in order to increase 

commitment to their organizations, as motivation and organizational commitment covary to a 

significant extent. These results suggest that human resources managers should pursue 

appropriate recruitment, selection and motivation strategies in order to attract and retain staff 

compatible with the organization's values.  

The practical implications of the research are numerous. For organizations, it is necessary 

to adopt strategies aimed at increasing the intrinsic motivation of employees. The link between 

intrinsic motivation and affective commitment indicates that employees who have a high level 

of intrinsic motivation tend to get involved in their work. We consider  it appropriate to pay 

more attention to improve affective commitment. Through this intervention, intrinsic 

motivation can achieve its maximum effect on performance in work tasks.  
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Chapter 7. INVESTIGATING THE RELATIONSHIP BETWEEN JOB 

SATISFACTION AND JOB PERFORMANCE 
 

The purpose of this research is to investigate the relationships between the concepts of 

job satisfaction and professional performance in the case of employees in three fields of activity, 

namely: commercial, educational and medical. The motivation behind the purpose of the 

research is the importance attached to the in-depth understanding of these concepts for 

organizations. 

 

7.1. Study design 
 

In accordance with the purpose of the research, we have established the following 

Specific Objectives and Research Hypotheses:  
 

Specific objectives Research hypotheses 

Objective 1. We aim to investigate the 

relationship between aspects of job 

satisfaction and aspects of professional 

performance. 

 

H1. We believe that there is a significant positive 

correlation between financial satisfaction and 

competence in performing individual tasks. 

H2. We believe that there is a significant positive 

correlation between satisfaction related to 

leadership and proactivity in the role of member 

of an organization. 

H3. We believe that there is a significant positive 

correlation between satisfaction with co-workers 

and competence in the role of a team member. 

Objective 2. We intend to study 

whether there are significant differences 

in terms of employment status for 

employees in three fields of activity. 

 

H4. We estimate that there are significant 

differences in terms of satisfaction levels between 

the employees of the three areas of activity  

H5. The highest levels of financial satisfaction 

and benefit satisfaction are found in commercial 

employees.  

H6. We appreciate that the highest level of 

satisfaction related to the nature of work is found 

among employees in the educational field, 

significantly higher than in the commercial field. 
Source: author's contribution 

 

Research Sample 

This research was carried out on two groups of participants as follows:  

- Lot 1, consisting of 200 respondents, employed in 12 declared fields of activity and in 

other undeclared fields, to whom the instruments of measuring job satisfaction and evaluating 

work performance were applied. The first three hypotheses were tested on this batch. Lot 1 

included 168 (84%) women and 32 (16%) men. 

- Lot 2, made up of 520 participants (which includes the participants from the first batch) 

to which the work satisfaction measurement instrument was applied. Hypotheses 4 and 5 were 

tested on this lot. The structure by gender and fields of activity is similar to that of the group in 

the  first study, 436 (83.8%) women and 84 (16.2%) men were part of it. 

This research was carried out on two groups of participants, because from the beginning 

of the research until the time of the study, 200 participants had answered the performance 

questionnaire, and 520 participants had answered the satisfaction questionnaire, including the 

200 who answered the performance questionnaire. 
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Research tools  

The research data were collected using the following questionnaires: 

- Job Satisfaction Survey (Spector, 1997). The variables targeted by this instrument are: 

financial satisfaction, satisfaction related to promotion, satisfaction related to management, 

satisfaction related to benefits, satisfaction related to non-material rewards, satisfaction related 

to working conditions, satisfaction related to co-workers, satisfaction related to the nature of 

work, satisfaction related to communication. 

- Griffin's Workplace Performance Scale (Griffin, Neal, & Parker, 2007). The variables 

measured are: competence in performing individual tasks, adaptability in individual tasks, 

proactivity in performing individual tasks, competence in the role of team member, 

adaptability in the role of team member, proactivity in the role of team member, competence 

in the role of member of the organization, adaptability in the role of member of the 

organization, proactivity in the role of member of the organization. 

 

7.2. Results and discussions 
 

For Hypothesis 1 we calculated the correlation coefficient between the variables 

financial satisfaction and competence in performing individual tasks.  The correlation observed 

between the variables is positive and significant (r=0.163, p=0.021). Hypothesis 1 has been 

confirmed. People who show a high level of competence in performing individual tasks have 

an increased level of financial satisfaction. 

These statistical results are also supported by theories that consider that an important 

factor of job satisfaction is salary and opportunities for advancement. This view is argued in 

particular by equity theory, according to which individuals compare what they invest and what 

they get, in relation to other people.  

For Hypothesis 2 we calculated the correlation coefficient between the variables 

management satisfaction and proactivity in the role of member of an organization. Hypothesis 

2 is refuted, the relationship between the two variables is statistically insignificant (r=0.053, 

p=0.454). The fact that the willingness to take a proactive attitude as a member of an 

organization is not significantly associated with the variable satisfaction related to management. 

We believe that there is a high probability that this dimension of performance is associated with 

the satisfaction given by communication or the nature of the work performed.   

For Hypothesis 3 we calculated the correlation coefficient between the variables 

satisfaction related to co-workers and competence in the role of team member. There is a 

positive and statistically significant correlation between satisfaction with co-workers and 

competence in the role of team member (r=0.244, p=0.000). Hypothesis 3 is confirmed. The 

greater satisfaction employees have with their co-workers, the greater their competence in the 

role of a team member. 

These results can be explained partially the theory of person-job matching, which claims 

that performance and job satisfaction will occur only when the person feels that he or she fits 

the job he or she occupies, in this case, the place he or she occupies is that of a member of a 

team. The theory suggests that job satisfaction is the result of the congruence between the 

employee's perception of the job, but also of the values dominant of it. If a person feels that 

they fit in with the team in which they work, then the level of professional satisfaction is higher 

and increases performance in the activity performed (Judge, Heller, & Mount, 2002).  

For Hypotheses 4, 5 and 6 we performed the unifactorial Anova test considering the 

Field of activity as an independent variable, and as dependent variables we took into account 

the dimensions of satisfaction.  

The data obtained show that Hypothesis 4 is partially confirmed, in the sense that 

there are no significant differences in all dimensions of satisfaction. These significant 

differences are evident only in two of the dimensions of satisfaction: Satisfaction with payment 

(p=0.005) and Satisfaction with contingent rewards (p=0.020).  
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Hypothesis 5 is partially confirmed. Employees in the commercial field have the highest 

levels of financial satisfaction and satisfaction related to benefits, but the differences from the 

medical and educational fields are not significant in both situations. At the level of Satisfaction 

with payment, the differences are highlighted between the commercial and educational fields 

(p=0.005), as well as between the commercial and medical fields (p=0.023). Regarding 

Satisfaction with benefits, there were no significant differences between the commercial and 

educational fields (p=0.166). 

The differences in satisfaction with pay and rewards can be explained by the fact that 

employees in the commercial field have economic advantages among the dominant values, 

while in the educational and medical fields one of the dominant values is altruism (Tiron , 

2011). In terms of benefits, teachers feel as a reward both in the short and long term, the results 

of the students they work with and train.  

Hypothesis 6 is rejected.  The highest level of Satisfaction related to the nature of work 

is found in the employees in the educational field, but there are no significant differences 

(p=0.938) compared to the employees in the commercial and medical fields.  

Employees in the targeted fields showed relatively similar and quite high levels of 

satisfaction related to the nature of work. These results are among those who claim that attitudes 

towards work are closely related to the satisfaction of certain needs that the individual has. 

Satisfaction varies depending on the discrepancy between needs and the extent to which the 

individual's job fulfills those needs. Job satisfaction is based on individuals' perception of what 

is happening in the work environment and not just the context at work.  

According to the literature and managerial practices in the field, the evaluation of human 

resources or their performance involves several distinct activities: evaluation of a person's 

potential and ability to evolve, behavior evaluation and performance evaluation.  

 

7.3. Conclusions and implications 
 

Following the analysis of the data obtained in this study, it can be concluded that for the 

employees who work in the studied organizations, there is a relationship between professional 

performance and professional satisfaction. Winefield    (2002)  felt that people who „They spend 

most of their time in a job that brings them dissatisfaction, they have their entire emotional 

mood negatively influenced. On the other hand, spending time in a job that brings them 

satisfaction and is exciting and motivating, their entire emotional state is positive” (Winefield, 

2002, p. 137). Moreover, other studies have shown (Winefield, 2002) that individuals with a 

happy life are much more satisfied with their work (r=0.41, p<0.01). Kosec et al. (2022) 

obtained direct relationships of Employee Performance with Job Satisfaction (r=0.35, p=0.00) 

and Life Satisfaction (r=0.28, p=0.00). The data obtained in this research are supported both by 

the theoretical premises from which this study started, and by previous studies on work 

performance.  

 

  



27 
 

Source: author's contribution 

Chapter 8. INVESTIGATING THE RELATIONSHIP BETWEEN 

LEADERSHIP AND PROFESSIONAL PERFORMANCE 
 

The relationship between leadership and professional performance is a topic of major 

interest in the field of organizational management, given the significant impact of leadership 

style on employee efficiency and organizational results.   

Transformational leaders motivate employees by creating a shared vision and establishing 

a personal connection with the team, thus generating increased employee engagement (Yusuf 

& Kurniady, 2020). Transformational leaders also encourage creative problem-solving and 

acceptance of change, which leads to improved processes and organizational performance. 

(Karam & Tasmin, 2020). Moreover, these leaders motivate their teams through personal 

recognition and by promoting a sense of purpose and achievement (Pounder, 2003). 

Analyzing how transformational leadership style influences employee performance can 

help us build an integrative model that identifies and promotes effective leadership practices. 

This chapter aims to investigate both the direct and indirect relationships between the 

dimensions of transformational leadership and professional performance.  

 

8.1. Study design 
 

The following  Specific Objectives and Research Hypotheses  have been established: 
Specific objectives Research hypotheses 

1 2 

O1. We aim to highlight differences 

in transformational leadership, 

depending on the field of activity. 

 

H1. We believe that the commercial field exhibits the 

highest level of transformational leadership, as leaders must 

anticipate changes in highly competitive markets and inspire 

employees to be creative and proactive.  

O2. We aim to investigate the direct 

and mediated relationships between 

transformational leadership scales 

and workplace performance, where 

the mediating variables are the 

dimensions of organizational 

engagement. 

H2. We estimate that the direct effect of transformational 

leadership variables on job performance is greater than the 

effect mediated by organizational engagement variables. 

H3. We believe that the lowest overall effect on workplace 

performance is given by encouraging leadership. 

O3. We aim to investigate the 

predictive power of transformational 

leadership scales on workplace 

performance and organizational 

engagement. 

H4. We estimate that the variable inspirational 

communication influences overall performance to the 

greatest extent. 

H5. We consider that the lowest influence on the general 

organizational commitment is exerted by the variable 

personal recognition.  

O4. We aim to investigate the 

predictive power of organizational 

engagement scales on workplace 

performance. 

H6. We believe that the strongest influence on overall 

performance is exerted by affective engagement.  

H7. We believe that the lowest influence on overall 

performance is exercised by the commitment to continuity.  

 

 

 

Research sample: 452 respondents participated in this study, of which 357 women 

(78.98%) and 95 men (21.02%), coming from 11 declared fields of activity.  

Research tools 

The following questionnaires were used for data collection: 

- Transformational Leadership Questionnaire (Rafferty & Griffin, 2004), which 

measures dimensions such as: vision, inspirational communication, intellectual stimulation, 

encouraging leadership and personal recognition. 
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- Griffin's Workplace Performance Scale (Griffin, Neal, & Parker, 2007), which 

evaluates variables such as: competence in performing individual tasks, adaptability in 

individual tasks, proactivity in performing individual tasks, competence in the role of team 

member, adaptability in the role of team member, proactivity in the role of team member, 

competence in the role of member of the organization, adaptability in the role of member of the 

organization and proactivity in the role of member of the organization. 

- Organizational Commitment Inventory (Meyer & Allen, 1997), which measures 

affective commitment, continuity commitment, normative commitment. 

 

Procedure  

The data were collected by applying the questionnaires online, with the help of the Google 

forms platform. The questionnaires were administered mainly to employees in various fields, 

such as medical, psychological, legal, public administration and economic activities. The 

answers were anonymised and the participants were assured that the way they answered would 

have no impact on their professional lives.  

The data were processed using the JASP 0.18.3 processing program. The following 

statistical tests were performed: unifactorial ANOVA, simple linear regression and multiple 

linear regression. 

 

8.2. Results and discussions 
 

From the descriptive data, the indicators that highlight the normal distribution 

(Skewness, with values between -1 and 1; Kurtosis between -3 and 3) respects the conditions 

of normality, with three small exceptions, but the values of the coefficients of variation for these 

variables are less than 0.3, which is why we can consider that in these cases the mean is 

representative of the data strings.  

For the testing of Hypothesis 1 we performed the unifactorial ANOVA test, having as an 

independent variable the field of activity, and as a dependent variable the level of general 

transformational leadership. 

The commercial field has the highest score (3,836), which means that this field registers 

the strongest transformational leadership.  

The results of the Anova test, however, show that the differences between the overall 

transformational leadership scores between the fields of activity are insignificant (p=0.141). 

That is why it is important to analyze the subsumed dimensions of transformational leadership 

(vision, inspirational communication, intellectual stimulation, encouraging leadership, personal 

recognition). Such an analysis could highlight significant differences that are not visible at a 

general level, providing a more detailed understanding of how each dimension of 

transformational leadership manifests itself in various areas. 

The Anova test for the personal recognition dimension indicates that there are significant 

differences between the fields of activity (p=0.006).  

In order to identify the areas of activity that differ significantly, multiple Post Hoc 

Bonferroni comparisons were performed. 

The Bonferroni test confirms that significant differences between domains are present in 

the Personal Recognition dimension, between the commercial domain, compared to the 

Banking/Finance domain (t = -3.067, p = 0.035) and the Medicine/Therapies domain (t = 3.119, 

p = 0.029). We can conclude that Hypothesis 1 is confirmed.   

In the commercial sector, transformational leadership plays a key role in driving 

innovation, increasing customer satisfaction and expanding into the market.  

This type of leadership is characterized by the ability of leaders to develop an inspirational 

vision that motivates employees to actively contribute to the success of the organization. They 

create a dynamic work environment where creativity and responsibility are encouraged. 
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In order to test Hypotheses 2 and 3, as well as in order to identify the direct and mediated 

relationships between the transformational leadership (LT) scales and workplace performance, 

where the mediating variables are the dimensions of organizational commitment, mediation 

analyses were performed. 

The vision variable  positively influences overall performance, both directly and 

indirectly through the various forms of organizational engagement. The strongest indirect 

effects are mediated by affective engagement, followed by normative engagement and 

continuity engagement, while overall organizational engagement has the least significant 

indirect effect. 

Inspirational communication positively influences overall performance, both directly 

and indirectly through the various forms of organizational engagement. The strongest indirect 

effects are mediated by affective commitment, followed by continuity commitment and 

normative commitment, while general organizational commitment has the least indirect effect, 

being at the limit of significance. 

Intellectual stimulation positively influences overall performance, both directly and 

indirectly through the various forms of organizational engagement. The strongest indirect 

effects are mediated by affective commitment and normative commitment, while continuity 

commitment does not have a significant indirect effect. The overall organisational commitment 

contributes a significant but smaller indirect effect. 

Encouraging leadership positively influences overall performance, both directly and 

indirectly through the various forms of organizational engagement. The strongest indirect 

effects are mediated by affective engagement, followed by normative engagement and 

continuity engagement, and overall organizational engagement has the least indirect but still 

significant effect. 

Personal recognition positively influences overall performance, both directly and 

indirectly through the various forms of organizational engagement. The strongest indirect 

effects are mediated by affective engagement, followed by continuity engagement and 

normative engagement, while overall organizational engagement has the least significant 

indirect effect. 

General transformational leadership positively influences overall performance, both 

directly and indirectly through the various forms of organizational engagement. The strongest 

indirect effects are mediated by affective engagement, followed by normative engagement and 

continuity engagement, while overall organizational engagement has the least indirect effect, 

bordering on significance. 

Hypothesis 2 is confirmed, in the case of each dimension of transformational leadership 

the direct effect on performance is greater than the effect mediated by the organizational 

commitment variables.  

Hypothesis 3 is rejected, the lowest total effect on performance is not given by 

encouraging leadership (estimated = 0.185, p < 0.001), but by personal recognition (estimated 

= 0.172, p < 0.001).  

Considering the complexity of the sources of job performance growth, as well as the many 

ways in which these resources (individual, organizational, technical, economic, cultural) of 

optimizing it interact, we propose, at this stage, to investigate the prediction relationships of 

transformational leadership (LT) scales on workplace performance and organizational 

engagement (AO),   but also how to predict the scales of organizational commitment on 

performance. For this purpose, several simple and multiple linear regressions were carried out 

to test hypotheses 4 and 5.  

Simple linear regressions were calculated to test the influences between the general 

variables. Multiple regressions were calculated using as predictors the dimensions of each 

general variable, considered simultaneously in the same model, the influence of each dimension 

on the dependent variable being calculated while it is controlled/adjusted in relation to the 

influence of the other dimensions.  
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The coefficients thus obtained for each dimension reflect the effect of that dimension on 

the dependent variable taking into account the other dimensions. Thus, we can identify the net 

influence of each dimension, excluding the side effects generated by potential correlations 

between dimensions. 

Linear Regression: Overall Transformational Leadership – Overall Performance 

The presented model explains approximately 12.6% of the total variation of the dependent 

variable (R²=0.126). This suggests that while the overall transformational leadership predictor 

has a significant effect, there are other variables that could influence the dependent variable.   

Linear Regression: Dimensions of Transformational Leadership -> Overall Performance 
 

We note that about 13.4% of the variability in overall performance can be explained by 

the model that includes the five dimensions of transformational leadership. The proposed global 

regression model is very significant (F = 15.002, p < .001), indicating that the independent 

variables taken together have a significant explanatory power on the dependent variable. 

Inspirational communication is the only significant predictor (non-standard β = 0.212, p = .002), 

indicating a strong positive relationship with overall performance. The other predictors do not 

have a significant impact on the current model.  

Linear Regression: General Transformational Leadership-General Organizational 

Commitment 

The model explains about 2.6% of the total variation of the dependent variable 

(R²=0.026). This suggests that while the Overall Transformational Leadership predictor has a 

significant effect, there are many other variables that could influence the dependent variable.  

Regression: Dimensions Transformational Leadership->General Organizational 

Commitment 

We observe that about 3.2% of the variability in affective engagement can be explained 

by the model that includes the five dimensions of transformational leadership. The proposed 

global regression model is very significant (F = 3.975, p = 0.002), indicating that the 

independent variables taken together have a significant explanatory power on the dependent 

variable. 

Intellectual stimulation is the only significant predictor (non-standard β = 0.620, p = 

0.018), indicating a strong positive relationship with overall organizational engagement. The 

other predictors do not have a significant impact on the current model. 

Comparing the data obtained from the regressions, we find that the variable inspirational 

communication influences the overall performance to the greatest extent (standardized β = 

0.295). The model explains about 13.4% of the total variation of the dependent variable (R² = 

0.134). Hypothesis 4 is confirmed. Leaders who inspire, strengthen and connect employees 

contribute significantly to increasing their engagement, thus improving team performance and 

reducing burnout and absenteeism rates (Mazzetti & Schaufeli, 2022). 

At the same time, the lowest influence on overall organizational engagement is exerted 

by the personal recognition variable (standardized β = -0.105). The model that encompasses the 

totality of transformational leadership dimensions explains about 3.2% of the total variation of 

the dependent variable (R² = 0.032). Hypothesis 5 is confirmed. 

For the testing of Hypotheses 6 and 7,  linear regressions were calculated, which 

highlighted the predictions of the organizational commitment scales on work performance.  

Regression Overall Organizational Commitment > Overall Performance 

The model explains about 2.5 % of the total variation of the dependent variable 

(R²=0.025). This suggests that while the Overall Organizational Engagement predictor has a 

significant effect, there are many other variables that could influence the dependent variable.   

Regression Dimensions Organizational Commitment -> Overall Performance 

We observe that about 13.7% of the variability in overall performance can be explained 

by the model that includes affective commitment, continuity commitment, and normative 

commitment. The proposed global regression model is very significant (F = 24.912, p < 0.001), 

indicating that the independent variables taken together have a significant explanatory power 
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on the dependent variable. Affective commitment is a significant positive predictor (non-

standard β = 0.035, p < 0.001), indicating a strong positive relationship with overall 

performance. The continuity commitment is significant (non-standard β = -0.035, p <.001), 

indicating a negative relationship with overall performance.  Regulatory commitment does not 

have a significant impact on the current model.  

These results suggest that in order to improve overall employee performance, managers 

of organizations should encourage affective engagement, which has a significant positive 

impact, while paying attention to continuity engagement, which has a significant negative 

impact on overall performance.  

Comparing the data obtained from the regressions, we find that the variable with the 

strongest influence on general performance is exerted by affective commitment. Hypothesis 6 

is confirmed. Ribeiro, Yücel & Gomes (2018) confirmed that employees' affective engagement 

is a significant predictor of individual and overall performance. Affective commitment plays a 

crucial role in improving the overall performance of employees, having a stronger influence 

compared to other variables. This underscores the importance of cultivating an organizational 

environment that promotes employees' positive emotional bonds with their organization. 

The lowest influence on overall performance is exerted by the normative engagement 

predictor, which in the current context is insignificant (standardized β = 0.096, p = 0.100). 

Hypothesis 7 is refuted, since the predictor of continuity commitment is strongly significant 

(standardized β = -0.215, p < .001).  

 

8.3. Conclusions and implications 
 

A clear and well-communicated vision to employees is essential for guiding 

organizational efforts and motivating the team. To ensure that individual and team goals are 

aligned with overall organizational goals, it is essential that employees understand what is 

wanted from them and feel part of the organization.  

Inspirational communication has a positive and significant influence on overall 

performance, can optimize team morale and contribute to a positive work environment. Of all 

the transformational leadership variables, inspirational communication influences performance 

the most.  

Intellectual stimulation promotes a climate of continuous learning, where each team 

member can develop their skills and actively contribute to the achievement of organizational 

objectives. Leaders who embrace intellectual stimulation encourage employees to express their 

ideas, ask questions, and propose alternative solutions, which leads to increased individual and 

team performance. 

Personal recognition is an essential factor for employee motivation and satisfaction, and 

it is important for leaders to show appreciation for employees' efforts and achievements, either 

through positive feedback or symbolic or material rewards.  
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Chapter 9. CONCLUSIONS 
 

9.1. Final Conclusions 
 

Based on the results obtained in the three studies, we developed an integrative model that 

highlights the relationships between variables. From the first study we presented the values of 

significant correlations between the motivation dimensions and the overall organizational 

engagement scale, and from the second study we highlighted the significant correlations of the 

dimensions of job satisfaction and overall performance.  

From the third study, we learned how overall transformational leadership affects overall 

job performance, both directly and through overall organizational engagement. In the third 

study, we also proposed and identified the deeper ways in which the variables act, capturing 

both through mediation and regression analyses the dimensions of transformational leadership 

and organizational commitment with the greatest power of influence on performance. 

Motivation and commitment covary significantly, which emphasizes the importance of 

incentivizing employees to increase their involvement in organizations. Developing 

organizational engagement is essential but challenging, and the results suggest that HR 

managers should implement appropriate recruitment, selection, and motivation strategies to 

attract and retain staff who are compatible with organizational values. 

It was also noted that a lack of consistency between employee and organizational values 

can lead to counterproductive behaviors, such as a lack of enthusiasm at work or applying for 

positions in other organizations. In the future, it would be appropriate to include variables 

related to professional training and hierarchical level in research, as well as to extend studies to 

larger groups of employees to identify gaps in human resource management. 

Another important conclusion is the relationship between professional performance and 

job satisfaction. Employees who feel dissatisfied with their jobs are emotionally affected, while 

those who find their work exciting and satisfying show a positive emotional mood. Thus, 

satisfaction with salary levels and relationships with colleagues are essential factors that can 

support the development of effective management programs in organizations. 

Intellectual stimulation shows a tendency towards meaning and can contribute positively 

to overall performance, so employees who are intellectually challenged tend to perform better.  

Organizations should invest in the continuous training of workers through training and 

professional development programs, but also offering them projects that challenge them 

intellectually, collaborate with other departments and participate in brainstorming sessions. 

 

9.2. Personal Contributions 

 

Theoretical contributions: 

The thesis brings conceptual clarifications on the ways in which different types of 

motivations are associated with forms of commitment (affective, normative and continuous). 

These clarifications contribute to a better understanding of the factors that determine the long-

term engagement of people actively involved in organisations. 

The research carried out supports with rigorous arguments based on scientific data the 

theories that suggest the conceptual differences between motivation and commitment, 

expanding the literature in the field. The research argues the importance of different forms of 

motivation in increasing various types of commitment (affective, normative and continuous). 

The study provides empirical evidence to support the theory of person-job match, 

highlighting the importance of congruence between employees' skills and work tasks. The roles 

of different forms of satisfaction, the development of skills on different levels of performance 

(in the performance of tasks, in the role of a team member and in the role of a member of the 

organization) are clearly emphasized. 
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By highlighting the importance of transformational leadership dimensions (vision, 

inspirational communication, intellectual stimulation, encouraging leadership, and personal 

recognition) on performance, the research contributes to improving existing theoretical models 

of leadership and organizational effectiveness. 

Differences between different fields of activity in terms of levels of motivation, 

commitment, satisfaction and transformational leadership have been investigated, thus 

contributing to the development of the scientific literature specific to management in those 

fields. 

Practical contributions: 

Through the results obtained, a practical framework is proposed for assessing worker 

engagement, starting from the relationships between motivation and commitment, thus 

providing a useful tool for HR managers in monitoring and improving employee engagement. 

The study's findings indicate that organizations can improve employee retention by cultivating 

a vision that helps build jobs. 

Thus, the activities involved will have an increased meaning for the employee and 

through the intrinsic motivation the affective commitment and the perception of organizational 

objectives as individual and team objectives will be stimulated. The results of the research show 

that material extrinsic motivation plays a significant role in employee retention, thus suggesting 

the implementation of a performance-based reward model that includes attractive financial 

benefits, in order to increase workers' loyalty to the organization. 

The study proposes that managers develop personalized approaches in performance and 

engagement management, recognizing the complexity of the relationships between motivation, 

commitment and performance. In addition, different types of engagement – affective, 

normative, and ongoing – have different predictions about employee performance. Managers 

must be able to understand these nuances and develop tailored strategies to boost the motivation 

and commitment of each team member. This approach contributes to the creation of a culture 

based on innovation and a more engaging and efficient work environment. 

 

9.3. Limits of research 

 
In interpreting the results of this research, it is important to take into account certain 

limitations, which may influence the validity and applicability of the conclusions. These 

limitations provide opportunities to improve future studies and obtain more robust data. Among 

the limitations identified we list: 

• Use of a relatively small number of variables: The research focused on a limited set of 

variables: transformational leadership (five subscales), organizational commitment (three 

subscales and one general scale), job performance (nine subscales and one general scale), work 

motivation (seven scales and one general scale), job satisfaction (nine subscales and one general 

scale).  

• The study is cross-sectional: The cross-sectional nature of the research limits the ability 

to observe long-term developments and changes within organizations. A longitudinal study over 

a period of at least five years would probably have been more relevant from the perspective of 

the dynamics that take place at the social and cultural level in the organizational environment. 

• Data collected through self-reporting questionnaires: Data collection through self-

reporting questionnaires carries the risk of desirable reporting, despite assurances of anonymity 

and informed consent of participants. This method can influence the accuracy and objectivity 

of the answers. 

Given these limitations, we recommend caution in generalizing the results to larger 

populations and emphasize the importance of future studies that address these issues through 

more diversified research methods and extended study periods. This will contribute to a more 

comprehensive and accurate understanding of the relationships between the organizational 

variables studied. 
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9.4. Future research directions 

 
In continuation of the research started in this doctoral thesis, we intend to expand and 

deepen the study through the following research directions: 

Deepening the research topic through more complex variables: The study will be 

extended to analyze variables such as individual values, professional values and career anchors 

of research participants. This approach will allow a more detailed understanding of employees' 

motivations and behaviors, correlating these aspects with performance and job satisfaction. 

Use of diversified and deeper research methods: To minimize the risks associated with 

desirable responses, we will adopt more varied research methods, such as: 

- direct observation: to record behaviors in the real work environment;  

- task analysis: to better understand how to carry out professional responsibilities;  

- Structured and unstructured interviews: These will provide detailed and contextual insights 

into employee experiences, complementing quantitative data with valuable qualitative 

information.  

Longitudinal research for long-term monitoring: We will conduct longitudinal research 

to monitor the evolution of employees' individual goals in relation to organizational goals, their 

attitudes toward work, and the long-term effects of leadership types on performance.  This 

approach will allow you to capture the dynamics and changes that take place over time. 

Extension of the research sample: We will include participants from fields that were less 

represented in this research. This extension will increase the external validity of the results, 

allowing the conclusions to be generalized to a wider range of organizational contexts. 
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