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Enhancing Work Attitudes through Transformational Leadership
in Higher Education Institutions

Abdelbasset Dou

University of Mostaganem, Algeria

Although sustaining universities in the developing countries depends mainly on finance, managerial sus-
tainability and academic leadership are still required. This study examines the relationship between trans-
formational leadership (TL) and work attitudes of faculty members within Algerian higher education insti-
tutions. Drawing on a large-scale survey of data from 865 faculty members across nine Western Algerian
universities, the research investigates the mediating roles of research self-efficacy and perceived job stress
in this relationship using partial least squares structural equation modelling (PLS-SEM). The findings reveal
that TL positively correlates with both organizational commitment and job satisfaction. Interestingly, the
study uncovers a significant indirect correlation of research self-efficacy and organizational commitment,
yet a non-significant one from the job stress mediator. The results merit further investigation across di-
verse institutional contexts.
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bers committed to high performance and
job satisfaction (Lawrence et al., 2012). Ac-
ademic leadership, in this context, is crucial

Introduction

The globalized and neoliberal landscape has
intensified competition within higher educa-
tion, pushing institutions to prioritize faculty
recruitment and retention (Machado-Taylor
et al., 2016; Weiherl & Frost, 2016). To thrive
in this dynamic environment, institutions are
increasingly seeking proactive faculty mem-

for effectively managing and motivating ac-
ademic staff (Bateh & Heyliger, 2014). Trans-
formational leadership (TL), in particular, has
garnered significant attention as a potential
driver of positive work attitudes and behav-
iors among employees (Bateh & Heyliger,
2014). Although such a leadership style has
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been extensively studied in various work-
places for its potential to enhance employee
engagement and performance, it still needs
exploration within higher education institu-
tions (HEls).

As a prominent north African developing
country, Algeria has embarked on a significant
journey to modernize its higher education
system since the late 1990s, aiming to level
up to global competitiveness and productiv-
ity. This transformation has involved a blend
of Francophone liberal reforms and Arabiza-
tion policies. However, the system still heavily
relies on a quantitative, performance-based
evaluation model, particularly after the im-
plementation of the LMD system (Meziane
& Mahi, 2010). This has placed an immense
burden on Algerian university administrators
and academic leaders, demanding to leverage
faculties towards achieving measurable suc-
cess and rankings. Despite these efforts, the
impact of academic leadership styles on facul-
ty staff attitudes, behaviors, and performance
within Algerian universities remains largely
unexplored.

In an attempt to bridge this knowledge gap
by conducting a large-scale survey across nine
western Algerian universities, this research
aims to explore the relationship between
leadership practices and faculty engagement
and performance within the unique context
of Algerian higher education. Specifically, the
study seeks to understand:

How do transformational leadership behav-
iors practiced by Algerian academic leaders re-
late to faculty work attitudes at Algerian HEIs?

Do research self-efficacy and perceived job
stress act as mediating factors in the relation-
ship between transformational leadership
and faculty work attitudes in Algeria?

This research is crucial due to several press-
ing reasons:

Firstly, while managerial leadership styles
are popular, their potential negative conse-

quences, including diminished working condi-
tions, reduced academic autonomy, and op-
portunistic behaviors (Li et al., 2013; Wang &
Jones, 2021), have been extensively criticized.
In contrast, TL, characterized by mutual re-
spect, shared trust, and autonomy (Huang et
al., 2021), aligns with universities’ traditional
collegial leadership model. However, empiri-
cal evidence regarding its effectiveness in mo-
tivating highly independent academic profes-
sionals is still limited, despite the urgent need
to explore its potential.

Secondly, HEls are facing increasing chal-
lenges in attracting and retaining commit-
ted and satisfied faculty members. Given
the growing managerial pressures and the
established link between employee commit-
ment and higher productivity in other sec-
tors, understanding faculty work attitudes
and behaviors is essential. This is particularly
important considering that managerial gov-
ernance often clashes with academic values,
potentially reducing faculty commitment
(Weiherl & Frost, 2016). Additionally, recent
studies have highlighted declining faculty job
satisfaction (Machado-Taylor et al., 2016;
Olaskoaga-Larrauri et al., 2015), demanding
effective leadership strategies to address this
issue.

Finally, research interest in exploring the
positive effects of academic leadership be-
haviors is growing. Research self-efficacy
and perceived job stress are crucial factors
influencing faculty work and outcomes (Shin
& Jung, 2014; Smeenk et al., 2009). While re-
search suggests an alarming rise in job stress
and a decline in research self-efficacy among
university staff (e.g., Mudrak et al., 2018),
attributed to managerial control, demand-
ing performance expectations, and work-life
conflicts, the impact of TL on these factors
and their relationship with faculty commit-
ment and satisfaction remains underex-
plored.
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Review of Literature

Transformational Leadership and Working
Attitudes

TL, as defined by Bass and Riggio (2006), encom-
passes a set of leadership behaviors that em-
power followers to achieve exceptional perfor-
mance. This is achieved through a three-pronged
approach: enhancing followers’ comprehension
of and engagement with organizational goals,
inspiring them to prioritize collective well-being
over individual interests, and fostering motiva-
tion by appealing to higher-order needs such
as commitment, self-actualization, and recogni-
tion. Besides, working attitudes, as defined by
Judge and Kammeyer-Mueller (2012), encom-
pass an individual’s feelings, beliefs, and level of
attachment towards their job. Two prominent
attitudes, organizational commitment and job
satisfaction, have been identified as key predic-
tors of significant outcomes across diverse work
settings (p. 343).

The impact of negative working attitudes on
individual academics, such as reduced commit-
ment and satisfaction, has been established in
emerging research (e.g., Olaskoaga-Larrauri
et al., 2015). However, the factors contribut-
ing to positive working attitudes among ac-
ademics remain under-explored. Given the
ongoing managerial transformations in higher
education, academic leadership has emerged
as a potential factor influencing academics’
positive working attitudes. Building upon the
exploratory work of Huang et al. (2021), this
study delves further into the influence of aca-
demic leadership on academics’ working atti-
tudes, with a particular focus on TL.

Extending this line of inquiry to educational
contexts, a growing body of research exam-
ines the impact of TL on teachers’ working
attitudes. These studies consistently demon-
strate a positive correlation between TL and

teachers’ organizational commitment and job
satisfaction. However, the relative influence
of each dimension of TL on teachers’ working
attitudes remains inconsistent across studies.
For instance, Sayadi (2016) reported a signif-
icant correlation between idealized influence
and positive working attitudes, but not for
individualized consideration and intellectual
stimulation. Khasawneh et al. (2012), in con-
trast, identified inspirational motivation as
the strongest predictor of commitment.

Recent studies have further explored the
relationship between TL and various work atti-
tudes, underscoring the mechanisms through
which TL influences employee perceptions
and behaviors. Cassar et al. (2017) investigat-
ed the mediating roles of social identity and
the psychological contract in the TL-attitude
relationship. Their findings suggest that social
identity, more than the psychological contract,
serves as a stronger mediator in explaining
how TL shapes organizational commitment
and job satisfaction. Furthermore, Farahnak
et al. (2020) emphasize that TL behaviors are
particularly crucial during the implementation
of organizational change, with leader attitudes
positively influencing employee attitudes to-
wards change, thus enhancing implementa-
tion success.

Remarkably, Ehrnrooth et al. (2020) high-
light how TL, when combined with a high-per-
formance work system (HPWS), significantly
impacts employee attitudes such as self-effi-
cacy and work engagement, with HPWS act-
ing as both a complement and a substitute for
leadership effects. These studies collectively
underline the multifaceted ways in which TL
affects organizational dynamics, suggesting
that both leadership behaviors and the or-
ganizational context (such as HPWS and em-
ployee identity) play pivotal roles in shaping
employee outcomes.

These studies, conducted in diverse con-
texts and employing varying methodologies,
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highlight the complexity of the relationship
between TL and working attitudes. Notably,
the potential influence of context differences
remains underexplored. Research works on TL
in the Algerian context targeted agencies and
companies (e.g., Sid et al., 2022; Chabaane,
2021) and not HEls. While the association
between leadership behaviors and teachers’
working attitudes has been extensively stud-
ied in schools, research specifically focusing
on HEls is limited.

Organizational Commitment and Job Satis-
faction

Organizational commitment is a complex con-
cept that describes the extent to which an
individual aligns with and is actively involved
in their organization. It includes three main
psychological components: identification, en-
gagement, and loyalty. While organizational
commitment relates to the entire organiza-
tion, job satisfaction focuses on an individu-
al’s emotional connection to their specific job
role (Yousef, 2017). Examining both organiza-
tional commitment and job satisfaction pro-
vides valuable insights into employee behav-
iors and performance.

Chordiyaetal.(2017) emphasize the positive
impact of job satisfaction on affective organi-
zational commitment, noting that employees’
emotional attachment to their organizations
is significantly influenced by their satisfaction
with job characteristics, such as pay, career
opportunities, and work environment. Aziz et
al. (2021) further corroborate these findings,
revealing that job satisfaction is a strong pre-
dictor of organizational commitment, espe-
cially within academic institutions. In another
vein, Loan (2020) investigates the relationship
between organizational commitment and job
performance, considering job satisfaction a
mediator. While suggesting that organiza-
tional commitment positively influences job

satisfaction, it is the latter that more directly
enhances job performance. These studies col-
lectively underscore the importance of foster-
ing job satisfaction to enhance organizational
commitment, with significant implications for
both academic and corporate settings.
Specifically, within university settings, facul-
ty members’ organizational commitment has
been identified as a crucial driver of research
productivity and institutional performance
(Weiherl & Frost, 2016). A robust body of
evidence highlights the positive association
between faculty members’ organizational
commitment and positive working attitudes
(e.g., Lawrence et al., 2012; Weiherl & Frost,
2016). Furthermore, job satisfaction plays
a vital role in enhancing faculty members’
job performance, motivation, organizational
commitment, and well-being, ultimately con-
tributing to their academic reputation (e.g.,
Shin & Jung, 2014). One prominent study that
targeted organizational commitment at Alge-
rian HEIs was conducted by Awwad and Agti
(2012), highlighting affective and normative
commitment in addition to financial factors.

Research Self-Efficacy and Job Stress

Research self-efficacy is conceptualized as the
belief held by academics in their ability to ef-
fectively conduct research activities (Pasupa-
thy & Siwatu, 2013). Job stress, on the other
hand, is defined as feeling undesirable or un-
comfortable swinging between opportunities,
constraints, or demands associated with po-
tentially important working outcomes (Batool
et al., 2020). It is important to emphasize the
role of research self-efficacy since research
activities are increasingly becoming para-
mount for success and competitiveness with-
in research universities, leading to a strong
correlation between research self-efficacy
and faculty members’ academic performance
(Pasupathy & Siwatu, 2013).
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In addition, the specific influence of re-
search self-efficacy on the working attitudes
of university faculty members remains empir-
ically under-investigated. Notably, the prima-
ry sources of self-efficacy align with the core
tenets of TL (Prochazka et al., 2017; Menon,
2021), particularly behaviors such as role
modeling, verbal persuasion, and psycholog-
ical arousal. Self-efficacy significantly impacts
an individual’s sense of mastery and control
over their work, influencing their choices, ef-
forts, and persistence when facing challenges
(Demr, 2020). It also determines an individ-
ual’s level of anxiety or confidence towards
various tasks. Empirical evidence from other
contexts suggests that self-efficacy can pos-
itively impact job satisfaction and organiza-
tional commitment.

Examining the role of perceived job stress
is crucial due to reports of its increase among
university faculty members amidst ongoing
managerial reforms. Job stress significantly
impacts faculty members’ turnover inten-
tions, job performance, positive working at-
titudes, and even physical and mental health
(e.g., Mudrak et al., 2018; Shin & Jung, 2014).
Despite growing attention towards job stress
among university faculty, systematic research
exploring its antecedents and consequences
remains limited.

TL fosters a shared understanding of or-
ganizational goals among followers. It em-
powers them to reframe stressful situations
as opportunities for growth and provides
individualized support to navigate such chal-
lenges (e.g., Sosik & Godshalk, 2000). While
research specifically investigating the impact
of TL on job stress among university faculty is
absent, studies in other domains consistently
report a negative correlation between TL and
follower job stress (e.g., Sosik & Godshalk,
2000). Moreover, research suggests that ef-
fective leadership can enhance employee
self-efficacy and mitigate job stress, resulting

in increased job satisfaction and commitment
among employees with high self-efficacy and
low work pressure (e.g., Joo & Lim, 2013).

Methods
Sample

This research employed a stratified sampling
methodology to investigate the evolving land-
scape of academic employment within Algeri-
an HEls. Focusing specifically on research uni-
versities in the northwestern region of Algeria,
the study utilized an online questionnaire to
gather data from faculty members between
September 2023 and May 2024. A total of 865
participants from nine universities voluntarily
participated, representing a diverse range of
academic ranks: 103 professors, 326 associate
professors, and 436 assistant professors. The
participant pool comprised 334 individuals
from science and engineering disciplines and
531 individuals from humanities and social
science disciplines. This sample size, distribu-
tion across academic fields, and geographical
locations contribute to the study’s ability to
generate findings that are broadly represen-
tative of faculty experiences within western
Algerian HEls.

Instruments

The research employed a comprehensive
guestionnaire encompassing five estab-
lished scales designed to assess key organi-
zational and individual factors. These scales,
recognized for their robust psychometric
properties and extensive use in empirical
research (Avolio et al., 1995), measured TL,
research self-efficacy, perceived job stress,
organizational commitment, and job satis-
faction. To ensure a rigorous methodological
approach, the study incorporated several
key elements:
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The questionnaire captured essential de-
mographic information, including age, gen-
der, professional title, academic discipline,
and institutional affiliation.

Recognizing the linguistic diversity of the tar-
get population, the questionnaire was metic-
ulously developed in both English and Arabic.
A back-translation and pre-test procedure was
implemented to guarantee the instruments’
linguistic equivalence, high quality, and accu-
racy across languages.

A pilot study involving 25 faculty members
was conducted to evaluate and refine the in-

‘ Targeting Methods / Population

Launching

‘ Piloting / Sep 2023

struments, ensuring their suitability and con-
text relevance within the Algerian research
context. Results indicated acceptable levels
of internal reliability and construct validity,
further strengthening the robustness of the
measurement tools.

Measurements

The study employed a robust methodological
framework utilizing established and validated
scales to measure key constructs (see Figure
1):

‘ 25 faculty members ‘

&

~

Self-Efficacy Scale

Job Stress Scale

Organizational Commitment Scale

Description of Selected Scales

Loyalty / 2 items

/ Data collected from Sep 2023 to May 2024

Job Satisfaction Scale

Multifactor Leadership Questionnaire

&

(Avolio et al., 1995)

Idealized influence / 3 items
Inspirational motivation / 2 items
Intellectual stimulation / 5 items
Individualized consideration / 4 items

(Schwarzer & Jerusalem, 1995)

(Gmelch et al., 1984)

(Cook & Wall, 1980)

Identification / 2 items
Involvement / 2 items

(Smith et al., 1969)

Settings / Participants

9 HEIs / 865 Responses

Oran2 Univ / 105
Mostaganem Univ / 103
Tlemcen Univ. / 102

SBA Univ. / 102
Ain Temouchent Univ / 95
Chlef Univ. /91

Saida Univ. /91
Relizane Univ. / 89
Oranl Univ. /87

Collected Responses

Figure 1 Data collection procedure.
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Transformational Leadership: This construct
was assessed using a four-dimensional scale
adapted from the Multifactor Leadership
Questionnaire (Avolio et al., 1995). The 14-item
scale encompassed four distinct dimensions:
«idealized influence» (3 items), «inspirational
motivation» (2 items), «intellectual stimula-
tion» (5 items), and «individualized consid-
eration» (4 items). Participants responded to
each item using a 5-point Likert scale ranging
from 1 (strongly disagree) to 5 (strongly agree).

Research Self-Efficacy: The General Self-Ef-
ficacy Scale (Schwarzer & Jerusalem, 1995), a
unidimensional, 6-item scale, was employed to
measure participants> beliefs in their capabili-
ties to effectively conduct research. Responses
were provided on a 4-point Likert scale, with 1
representing “not at all true” and 4 indicating
“exactly true.”

Perceived Job Stress: A unidimensional,
5-item scale developed by Gmelch et al. (1984)
measured participants’ perceptions of job-re-
lated stress. A 5-point Likert scale was utilized,
with response options ranging from 1 (strongly
disagree) to 5 (strongly agree).

Organizational Commitment: This construct
was assessed using a 6-item scale adapted
from Cook and Wall (1980). The scale com-
prised three distinct dimensions: «identifi-
cation» (2 items), «involvement» (2 items),
and «loyalty» (2 items). Participants provided
their responses on a 7-point Likert scale rang-
ing from 1 (the lowest commitment level) to
7 (the highest).

Table 1 Reliability and validity results

Job Satisfaction: A unidimensional, 4-item
scale developed by Smith et al. (1969) was
employed to measure overall job satisfaction.
Responses were provided on a 5-point Likert
scale ranging from 1 (strongly disagree) to 5
(strongly agree).

The structural equation modelling and me-
diation analyses were conducted using the
partial least squares (PLS) estimator. To mit-
igate the potential influence of extraneous
variables and ensure a rigorous examination
of the relationship between TL and working
attitudes, participant demographic informa-
tion was statistically controlled. This approach
aimed to isolate the specific relational aspects
of TL, minimizing the potential for confound-
ing factors to influence the results. Although
organizational commitment and job satisfac-
tion are conceptually linked to the construct
of working attitudes, they are treated as sep-
arate outcome variables in this study. Table 1
presents the reliability and construct validity
statistics for all measured variables. Notably,
the results demonstrate strong psychomet-
ric properties for each variable, indicating
high reliability and a good model fit. This ro-
bust measurement foundation enhances the
study’s internal validity and strengthens the
credibility of the findings.

Cronbach’s alpha coefficients assess the
internal consistency reliability of each scale,
indicating how closely related the items with-
in a scale are. The table demonstrates gener-
ally acceptable reliability, with all Cronbach’s

Variable Cronbach's a x2 df RMSEA CFlI TLI SRMR

Transformational leadership .93 452.51 41 .08 .95 .96 .03

Research self-efficacy .75 26.08 2 .07 .96 .95 .02

Job stress .76 42.41 4 .07 .95 .96 .02

Organizational commitment .78 41.27 5 .06 96 .98 .03
2

Job satisfaction .78

15.37 .07 .96 .97 .02
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alpha values exceeding the conventional
threshold of 0.70, suggesting satisfactory in-
ternal consistency for all five scales. Notably,
the TL scale exhibits the highest reliability
(o = 0.93), indicating strong internal consis-
tency among its items.

The validity of the measurement model is
evaluated through several confirmatory factor
analysis (CFA) indices. The root mean square
error of approximation (RMSEA) values for
all constructs are below the recommended
threshold of 0.08, indicating a good model fit.
Similarly, the comparative fit index (CFl) and
Tucker-Lewis index (TLI) values are above the
desired cutoff of 0.95, further supporting the
model’s adequacy. Additionally, the standard-
ized root mean square residual (SRMR) val-
ues are consistently below 0.08, suggesting a
good fit between the model and the observed
data. Thus, the reliability and validity of the
measurement instruments used in the study
are evident.

Results

Correlation analysis, confirmatory factor analy-
sis, and structural equation modelling were em-

ployed to generate more accurate estimates.
Guided by both theoretical underpinnings and
empirical observations, the study employed a
second-order factor structure for TL and orga-
nizational commitment within the structural
equation modeling analysis. TL theory posits
a multidimensional construct comprising four
interrelated components: idealized influence,
inspirational motivation, intellectual stimu-
lation, and individualized consideration. This
interconnectedness was empirically support-
ed by high correlations exceeding 0.6 among
these dimensions, justifying a second-order
factor structure. Similarly, organizational com-
mitment, theoretically conceptualized as en-
compassing identification, involvement, and
loyalty, also demonstrated strong inter-factor
correlations greater than 0.6, providing empir-
ical support for a higher-order organizational
commitment factor. This approach allows for a
more nuanced and accurate representation of
these multifaceted constructs within the anal-
ysis framework.

Table 2 presents the descriptive statistics
and correlations among the key study vari-
ables. Notably, participants reported relatively
high levels of TL(M =3.29,SD=0.62), job stress

Table 2 Descriptive statistics and correlation matrix

Variable Transformational Re;:ﬁ:ch Job Organizational Job
Leadership . Stress Commitment Satisfaction
efficacy

Scale Point 5 4 5 7 5
Transformational

) 1 - - - -
Leadership
Research Self-efficacy J15*** 1 - - -
Job Stress -.06*** - 19¥** 1 - -
ggfé"f;;i:i::ta' 37HH* 25%kE 1 ek 1 -
Job Satisfaction 7R 2TH** - 24%%* L 1
Mean 3.29 2.49 3.17 4.60 3.02
SD .62 47 .57 .61 .63

Note. * p <0.05, ** p<0.01, ***p <0.001



290 Studia Psychologica, Vol. 67, No. 3, 2025, 282-296

(M =3.17, 5D =0.57), and job satisfaction (M =
3.02, SD = 0.63), with mean scores all exceed-
ing the midpoint on their respective scales.
Similarly, research self-efficacy (M =2.49, SD =
0.47) and organizational commitment (M =
4.60, SD = 0.61) exhibited relatively high av-
erage scores on their respective 4-point and
7-point scales. Importantly, the correlation
matrix revealed statistically significant rela-
tionships among all focal variables, warranting
further investigation through structural equa-
tion modeling. To isolate the specific relation-
al aspects of the study variables, demographic
control variables were incorporated into the
subsequent structural analysis.

The structural model targets the path es-
timates among all variables through testing
relationships. Figure 2 shows the structural
model results, which was proved to exhibit a
good model fit. The most two prominent find-
ings are the strong positive direct relation-
ships between TL and organizational commit-
ment (8 = 0.48***), and between TL and job
satisfaction (6 = 0.43***). This suggests that

Individualized
Consideration

i
A /_\</
Stimulation ™ o\ [Transformational |

.89

Motivation 78
Tdealized
Influence

Research

leaders who embody transformational quali-
ties foster a greater sense of dedication and
belonging among their followers and, thus,
contribute to higher job satisfaction. A mod-
erate positive link (8 = 0.16***) between TL
and research self-efficacy is found, implying
that such leaders empower their followers to
believe in their research capabilities. More-
over, the negative relationship (6 = -0.09**)
indicates that TL can mitigate perceived job
stress among faculty members.

A nuanced examination of the relation-
ship between specific dimensions of TL and
working attitudes revealed distinct patterns
of influence. The path coefficients for TL di-
mensions suggest that the measurement of
this construct is sound. All four factors are
strongly associated with the overall TL con-
struct, with high loadings (8 > 0.70, individu-
alized consideration = 0.91, intellectual stimu-
lation = 0.87, inspirational motivation = 0.89,
idealized influence = 0.78). Leaders exhibiting
these behaviors are more likely to foster re-
search self-efficacy, directly enhance organi-

\ 77
.64

_osm_,("Organizationai"'
| Commitment |

.005*
.03*+*

' Job ‘\]
027> Satisfaction |

Note. x* = 787.24, df = 494; RMSEA = .051; CFl = .95; TLI = .95; SRMR = .044.

**p<.01, ***p <.001.

Figure 2 Results from structural model.
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Table 3 Indirect effects of transformational leadership on organizational commitment and job

satisfaction
Indirect Effect Indirect vs.
Predictor Mediators Outcomes 95% Cls total effect
Coefficient ~ SE (%)
Research Organizational Commitment .Q5¥** .01 7.02%
Transformational  Self-efficacy Job Satisfaction .03¥** .008 6.19%
Leadership Organizational Commitment .005** .006 0.77%
Job Stress . .
Job Satisfaction Q2% ** .005 4.28%

Note. **p < .01, ***p < 0.001.

zational commitment, reduce job stress, and
boost job satisfaction among their faculty
members. The high loadings reinforce the va-
lidity of the construct.

The results of mediation analysis are pre-
sented in Table 3, exploring the indirect ef-
fects of TL on both organizational commit-
ment and job satisfaction. The analysis reveals
the intervention of two key mediators in this
relationship: research self-efficacy and job
stress. TL exhibits a statistically significant pos-
itive indirect effect on organizational commit-
ment through research self-efficacy (coef. =
0.05*** 7.02% of the total effect). This sug-
gests that transformational leaders enhance
organizational commitment by bolstering
faculty members’ beliefs in their research
abilities, which, in turn, strengthens their
dedication to the institution. A similar pattern
emerges for job satisfaction. TL, by fostering
research self-efficacy, indirectly contributes
to greater job satisfaction (coef. = 0.03**%*,
6.19% of the total effect).

Further, the analysis reveals that TL, by re-
ducing job stress, indirectly increases job sat-
isfaction (coef. = 0.02***, 4.28% of the total
effect). In other words, transformational lead-
ers create a more positive and less stressful
work environment, which ultimately contrib-
utes to greater job satisfaction among faculty.
While TL reduced job stress, this reduction did
not significantly translate to changes in orga-

nizational commitment through this pathway.
In brief, the results highlight the crucial role
of research self-efficacy and job stress in ex-
plaining how TL relates to organizational com-
mitment and job satisfaction. Transformation-
al leaders not only have a direct relationship
with these outcomes but also shape their
followers’ self-perceptions and experiences
within the workplace.

Discussion and Conclusion

The Relationship between Transformational
Leadership and Working Attitudes

This research makes a significant contribution
to the understanding of TL within the context
of Western Algerian HEls. Firstly, the findings
provide robust empirical evidence support-
ing the TL theory. The study demonstrates
that transformational academic leaders are
instrumental in cultivating a strong emotion-
al bond between faculty members and their
institutions. This, in turn, promotes positive
affective orientations towards their profes-
sional roles, manifesting as enhanced orga-
nizational commitment and job satisfaction.
Compared to the findings of Farahnak et al.
(2020) yet within the higher education sector,
the study thus reinforces the well-established
link between TL and favorable working atti-
tudes.
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Secondly, the research moves beyond a
general examination of TL to delineate the nu-
anced relations of its individual dimensions to
faculty members’ working attitudes. The find-
ings reveal a differentiated relationship, with
idealized influence and inspirational motiva-
tion emerging as key drivers of organizational
commitment, while intellectual stimulation
and individualized support show a negligible
relation to this specific outcome. Notably,
the absence of a significant relationship be-
tween intellectual stimulation and organiza-
tional commitment aligns with Lawrence et
al’s (2012) distinction between organizational
and professional commitment. This finding
suggests that while intellectually stimulating
leadership may encourage faculty to embrace
innovative approaches within their academ-
ic pursuits, fostering a sense of professional
commitment, it may not necessarily trans-
late to heightened allegiance towards the
employing institution. This observation reso-
nates with Weiherl and Frost’s (2016) asser-
tion that academics with substantial scientific
capital often prioritize their professional iden-
tity over institutional affiliation. Furthermore,
the study echoes findings from Sayadi (2016)
regarding the ambiguous nature of individu-
alized support and its weak correlation with
organizational commitment. Following Yukl’s
(1999) conceptualization, which differentiates
between the developmental and supportive
aspects of individualized support, the study’s
operationalization focused on the latter. Con-
sequently, the findings support the limited re-
lationship of solely supportive behaviors with
organizational commitment, emphasizing the
need for leadership approaches that incorpo-
rate both developmental and supportive ele-
ments to enhance this outcome.

Thirdly, the study provides compelling evi-
dence for the positive relationship between TL
and faculty members’ job satisfaction. Specifi-
cally, idealized influence, inspirational motiva-

tion, and individualized support are identified
as significant predictors of enhanced job sat-
isfaction. Conversely, intellectual stimulation,
while potentially beneficial in the long term,
demonstrates a negative association with job
satisfaction. This finding corroborates Podsa-
koff et al’s (1990) work, suggesting that the
increased demands and potential role con-
flicts associated with intellectual stimulation
might inadvertently introduce ambiguity and
stress, thereby diminishing immediate job
satisfaction. The research further emphasizes
the crucial role of inspirational motivation in
enhancing job satisfaction, likely by enabling
faculty members to attain academic success
and recognition, ultimately boosting their
sense of fulfillment (Huang et al., 2018). This
finding underscores the importance of leader-
ship behaviors that inspire and empower fac-
ulty members to achieve both personal and
professional growth within their academic
roles.

The Roles of Research Self-Efficacy and Job
Stress

This study provides a nuanced understanding
of the mechanisms through which TL, enact-
ed by academic leaders, is strongly related to
faculty members’ working attitudes. First, the
research highlights research self-efficacy as
a crucial mediating factor. Faculty members
exposed to TL tend to develop a heightened
sense of research self-efficacy, subsequently
leading to increased organizational commit-
ment and job satisfaction. This finding aligns
with established research in business, man-
agement, and organizational studies (e.g., Ba-
tool et al., 2020; Liu et al., 2023), emphasizing
the profound impact of TL on individuals’ per-
ceptions of mastery and control within their
professional domains. Specifically, leadership
behaviors characteristic of this style — role
modeling, persuasive communication, and
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psychological arousal — empower followers to
approach challenges with greater confidence,
persistence, and resilience.

Interestingly, the study identifies individual-
ized support as the primary driver of enhanced
research self-efficacy among faculty members,
while idealized influence, inspirational motiva-
tion, and intellectual stimulation demonstrate
negligible relations with such item. This finding
suggests that while all dimensions of TL con-
tribute to positive working attitudes, individ-
ualized support may be particularly potent in
fostering faculty members’ beliefs in their re-
search capabilities. Furthermore, the full medi-
ation effect of research self-efficacy observed
between individualized support and organi-
zational commitment underscores the impor-
tance of this pathway. Academic leaders who
prioritize individualized support — providing tai-
lored guidance, encouragement, and resources
— can effectively enhance organizational com-
mitment among faculty, particularly those with
a strong sense of research self-efficacy.

Secondly, the study elucidates the role of
job stress as another significant mediating
mechanism. TL behaviors, particularly indi-
vidualized support, are found to effectively
mitigate perceived job stress among faculty
members, consequently leading to increased
job satisfaction. However, it is noteworthy
that despite this stress reduction, no signifi-
cant relation with organizational commitment
is observed through this pathway. Thus, the
high ranking and prestige associated with the
participating universities might explain this
finding. It is plausible that faculty members
affiliated with esteemed institutions may ex-
perience an inherent sense of organizational
commitment that buffers against the det-
rimental effects of job stress. This intrigu-
ing hypothesis warrants further exploration
through comparative studies involving faculty
members from diverse tiers within the Algeri-
an HEI landscape.

While this study focused on Algerian HEIs,
the insights gained regarding the impact of TL
on faculty attitudes can be valuable for other
types of higher education institutions, both
within and beyond Algeria. The core principles
of TL — inspiring a shared vision, fostering in-
tellectual stimulation, providing individualized
support, and demonstrating ethical role mod-
elling — are broadly applicable across diverse
institutional contexts. However, the specific
ways in which these principles are enacted
and the relative emphasis placed on differ-
ent dimensions of TL may need to be adapted
to suit the unique characteristics of different
institutions. For instance, teaching-oriented
institutions may prioritize individualized sup-
port and inspirational motivation to foster fac-
ulty engagement in pedagogical innovation,
while research-intensive institutions might
emphasize intellectual stimulation and ide-
alized influence to drive research excellence.
Further research is warranted to explore how
the findings of this study can be generalized to
different institutional types and contexts, con-
tributing to a more nuanced understanding of
TL in higher education.

Limitations and Implications

This study makes a valuable contribution to
the field by investigating the vital relationship
between academic leadership and faculty
working attitudes within a context of evolv-
ing managerial demands in higher education.
However, acknowledging the study’s limita-
tions is essential to refine future research en-
deavors and ensure a nuanced understanding
of these complex dynamics.

First, the cross-sectional design, while offering
valuable insights into correlational patterns, pre-
cludes definitive conclusions regarding causality.
Longitudinal studies are essential to unravel the
temporal relationships between academic lead-
ers’ behaviors and subsequent shifts in faculty
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attitudes. Such investigations would provide a
more robust foundation for establishing causal
links and understanding the long-term impacts
of TL practices within academic settings.

Second, while this research sheds light on
the mediating roles of research self-effica-
cy and perceived job stress, the complex in-
terplay of factors related to faculty attitudes
necessitates exploring additional potential
mediators. Future studies might consider in-
corporating variables such as faculty trust in
leadership, perceptions of organizational jus-
tice, and work-life balance to gain a more com-
prehensive understanding of these mediating
pathways.

Third, the study’s operationalization of in-
dividualized consideration, while aligned with
previous research, may benefit from incorpo-
rating a more development-focused lens. Fu-
ture studies could employ measures that cap-
ture both the supportive and developmental
aspects of this dimension, to provide a more
nuanced understanding of its relation to fac-
ulty attitudes.

Despite these limitations, the study offers
valuable implications for academic leaders
and policymakers seeking to foster positive
working environments within higher educa-
tion institutions. The findings underscore the
transformative potential of TL in promoting
organizational commitment and job satisfac-
tion among faculty. Specifically, this research
highlights the need for targeted faculty de-
velopment programs designed to enhance
research self-efficacy and mitigate perceived
job stress. By investing in such initiatives, uni-
versities can empower their faculty, cultivate
a more positive and supportive academic en-
vironment, and ultimately enhance the over-
all quality of higher education.
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