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Summary 
 

The South African public service is inundated with challenges ranging from 

governance, financial mismanagement, leadership and inconsistent service 

delivery. The delivery of basic services to the public is an imperative many 

government departments are grappling with. Modernised processes through the 

use of technology have shown in the South African Revenue Service (SARS) to 

make a significant contribution to improve service delivery. The primary purpose of 

the study was to identify the extent to which transformational leadership and 

organisational commitment contributes to the successful implementation of 

technology solutions in SARS. 

Existing literature on transformational leadership, organisational commitment and 

technology solutions was used as inputs for the development of a research 

questionnaire. This combined questionnaire was distributed manually to five 

departments that .are specifically responsible for the implementation of technology 

solutions within SARS. The results from 243 respondents were received, implies a 

response rate of 43.8% which was found to be significant. A one-way ANOVA test 

was used to determine the significant differences between the demographic 

groups in relation to the identified factors. 

The results aimed to identify the relationship between transformational leadership, 

organisational commitment and technology solution as well as the differences in 

perceptions between the demographic variables. 

Research scales yielded an acceptable level on internal consistency and internal 

reliability. The results confirmed that the transformational leadership styles have a 

positive relationship on teams to deliver successful technology solutions. The 

results also established that an inspired and committed workforce has a positive 

relationship on the implementation technology solutions.  

Finally, the study confirms the successful implementation of technology solutions 

has a positive relationship with transformational leadership and organisational 

commitment in a government department.  
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The recommendations and findings of this study empower public service leaders 

to leverage on the fundamental characteristics associated with transformational 

leadership and organisational commitment. The study concludes with 

recommendations for future research to contribute in improvement of service 

delivery in government departments. 
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Chapter 1 

INTRODUCTION 

1.1 Background 

This research project will endeavour to make a contribution to the government 

department under study by highlighting two critical success factors namely 

transformational leadership styles and how to gain organisational commitment to 

improve service delivery.  

This research intends to identify the prominent transformational leadership styles 

required by leaders in organisations that intend embarking on implementing 

technology solutions in their organisation. It is expected this that research can be 

shared with business schools, heads of government departments and Information 

Technology executives. There are pockets of excellence with the public service 

but the transfer of knowledge and expertise is not evident. Transformational 

leaders are required improve their own organisations but also to integrate and 

provide support to other departments that experience technical difficulties to 

improve service delivery. 

The public service is inundated with challenges ranging from governance, financial 

mismanagement, raising salary costs, skills, highly unionised workforce and 

inconsistent service delivery (Auditor General South Africa (AGSA), 2014). 

The AGSA consolidated general report on the national and provincial audit 

outcomes identified six significant risks in government departments. The most 

common non-compliance findings were on material misstatements in the financial 

statements submitted for auditing, supply chain management as well as the 

prevention and follow-up of unauthorised, irregular as well as fruitless and 

wasteful expenditure.  

One of the main findings by the auditor general was in respect of uncompetitive 

and unfair procurement processes and indications of inadequate contract 

management. Forty-one per cent of departments underspent on their capital 
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budget and 9% on their conditional grants Of particular importance was the high 

turnover of accounting officers and/or chief financial officers with most only serving 

in the position for an average of 26 months and chief financial officers for less than 

three years. There were weaknesses in the performance management of senior 

management such as performance contracts not being in place.  

All of the above have a direct impact on the deployment of technology solutions. 

Unlike the private sector that can raise funds and spend a significant amount of 

their overall budget on technology solutions, the Public Finance Management Act 

(PFMA) requires stringent, judicious and prudent investment in technology capital 

projects. 

The mandate of SARS is collect and administers all revenue due to the fiscus. 

This research project examines how transformational leadership style and 

organisational commitment enabled technology solutions in the South African 

Revenue Service (SARS). Investments in technology solutions are critical success 

factors to enable the compliance and administration of these taxes and duties.  

Between 2006 and 2015, the modernisation programme in SARS achieved 

phenomenally results. Electronic submissions for all tax returns increased from 8% 

to 98% and electronically payments to total revenue ratio increased from 13% to 

99%.Turnaround times for taxpayers submitting their tax returns to final 

reconciliation improved from months to minutes. South Africa achieved the honour 

of having the fastest uptake of this electronic channel in the world. Whilst great 

achievements have been made it is important to create a sustainable model. This 

intellectual knowledge and experience is retained to create a sustainable 

organisation that can create the next S curve towards modernisation of systems, 

processes and innovation.  

There have been many service delivery protests during 2014. The delivery of 

basic services to the public is becoming a frequent challenge for most government 

departments. Modernised processes through the use of technology have shown to 

make a significant contribution to improve service delivery.  
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1.2 Problem Statement 

Since democratisation in 1994 the South African government spent billions of 

rands on capital projects as a means to uplift citizens disenfranchised by 

apartheid. As part of the democratisation of the state, improvement in the 

provision of services became imperative. Broadening of access to government 

services for millions of South Africans can be achieved through the effective use of 

technology. Since, the fiscus benefited from improved revenue collections more 

funds for technology capital projects became available within government. 

However, projects often failed because not enough attention was paid to 

leadership and organisational culture as enabling factors. 

Bouvard, Dohrmann and Lovegrove (2009) illustrate that the lack of government 

transformation is underpinned by an ineffective approach to change management. 

Leaders may not demonstrate urgency and tend to ignore the possibility of 

creating momentum through a performance culture. The next barrier relates to 

transformational leadership is the lack of engaged employees. Transformational 

change requires a sustained and systematic effort to solicit the support from 

employees, harness their expertise, and stimulate the creativity of the customer 

facing employees. 

A connection survey measures the level of employee sentiment within SARS. The 

2014 SARS connection survey results indicated that 4% of SARS employees felt 

that their managers and leaders were lacking in management and leadership 

ability. Some respondents in this survey suggested there should be closer 

supervision of managerial level staff so that their performance and the ways in 

which they work can be observed and rectified where appropriate. Other 

respondents in this survey stated that the requirements for managerial positions 

should comprise of the incumbent's performance and their interpersonal skills. 

Technology solutions require a well-defined user requirement specification. Some 

of the weaknesses with technology projects identified by Nichols, Sharma & Spires 

(2011) relates to unclear user requirements, poor planning, poor governance and 

project management are creating challenges that affect major system 

developments. Strengthening internal controls would create an enabling 
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environment that would increase the likelihood of information technology projects 

progressing economically, efficiently and effectively and delivering positive results. 

The significant findings identified by the auditor general can be mitigated by 

establishing transformational leadership and gaining organisational commitment in 

the respective government departments. Leadership that can change the way 

departments are managed and more important the mind-sets of the employees. 

Employees need to understand the mandate of their department and make a 

meaningful contribution to serve the citizens of South Africa. 

1.3 Ontological and epistemological perspectives 

According to Mouton and Marias (1996), ontology refers to the study of being or 

reality, a reality which is investigated in the study of social science. This would 

include human activities, characteristics, behaviours, institutions etc. Potter (1996: 

35) states that “ontology takes a position based on believe not proof”. The 

philosophical assumption underpinning this research will rely on how the 

participants view transformational leadership and how these leadership styles 

influence organisational commitment and the implementation of technology 

solutions in SARS. 

Post positivism ontology is known as critical realism, Guba and Lincoln, (1994), 

therefore in this research special attention will be placed on beliefs, experiences, 

behaviours, events, interactions, processes and actions to explore the inherent 

work experiences of the participants. The researcher’s technical career experience 

will influence this perspective. 

Matthias (2014) defines epistemology as the study of knowledge and justified 

belief. This fundamentally translates: 

 The necessary and sufficient conditions of knowledge 

 The justification of beliefs 

In this research, the epistemology of transformational leadership styles is used as 

the basis to attain organisational commitment and enable the implementation of 

technology solutions in SARS. Through the multi-factor leadership questionnaire 
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employed, this will be demonstrated as participants will be questioned on their 

knowledge beliefs and experiences. Transformational leadership was identified as 

the foundation for this study because it sets an inducing environment in which 

organisational commitment can flourish as well as for the supported 

implementation of new technology.  

1.4 Purpose of the study 

The purpose of the study is to identify the extent to which transformational 

leadership and organisational commitment contributes to the successful 

implementation of technology solutions in SARS. 

1.5 Assumptions 

There are various assumptions that are important in establishing the baseline for 

this study: 

 SARS will appreciate the benefit of understanding the extent to which 

transformational leadership and organisational commitment contributes to 

the successful implementation of technology solutions and provide approval 

for the collection of data from the selected divisions. 

 The SARS participants will understand the importance of and be able to 

identify the transformational leadership styles that enable the 

implementation of technology solutions. 

 The SARS participants in the research will not be biased in their responses 

considering that they will be answering questions about their experiences 

and expectations in their own division and not of the wider organisation. 

 The SARS participants will understand the importance of organisational 

commitment when implementing technology solutions that will improve 

service delivery. 
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1.6 Limitations 

It is expected that some participants may be concerned about confidentiality of the 

information and may opt to say what they believe to be a right answer and not 

necessarily the shortcomings.  

Some of the SARS participants in the research may be influenced by their own 

expectations and perceptions of transformational leadership, organisational 

commitment and implementation of technology solutions which could result in 

providing responses that are unique to their own division rather than the wider 

organisation. 

In order to ensure confidentiality, secured boxes will be used for the survey 

questionnaires to protect the identity of the respondents. Insofar as to ensure 

consistency, the data will be modelled to identify if there are any significant 

differences between the divisions. 

 

Lastly, a pilot test was not conducted and this was a limitation in this study.  

1.7 Research Objectives  

1.7.1 Theoretical Research 

Grounded on existing theories and hypotheses, the following theoretical objectives 

have been identified: 

 To review literature on transformational leadership. 

 To review literature on organisational commitment. 

 To review literature relating to the implementation of technology solutions. 

1.7.2 Empirical Research 

Ruth (2016), empirical research design can assist researchers to determine 

whether or not the hypothesis being tested is likely to be true.  

The following empirical objectives were developed: 
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 To investigate the elements of transformational leadership styles that is 

based on existing questionnaires. 

 To investigate the requirements for organisational commitment and how 

these factors related to transformational leadership styles. 

 To investigate the success factors for implementing technology solutions 

and the correlation to transformational leadership styles. 

 To investigate the relationship between organisational commitment and the 

success factors when implementing technology solutions. 

 To determine the differences in the respondents perceptions between the 

demographic variables on transformational leadership, organisational 

commitment and technology solutions. 

1.8 Justification and significance of the study 

The South African public service has many challenges which primarily relate to 

leadership, financial management and enhancing the use of information 

technology to improve service delivery. The AGSA (2013) consolidated general 

report indicated that many of the government departments and public entities are 

in the process of implementing some sort of IT project. Nichols et al., (2011) 

reported that one in six IT projects exceeds the estimated budget by 

approximately 200 percent. This amplifies the need for public service leaders to 

demonstrate sound governance and proper use of tax payer revenues when 

implementing technology programmes.  

This research project aims to identify the transformational leadership style that 

influence the successful implementation of technology solutions and mitigate the 

issues relating to financial management. The outcome of this study will be 

significant and increase awareness to public service leadership on which 

transformational leadership styles and characteristics of organisational 

commitment will have a more prominent impact in their day to day duties. 

Mokgolo, Mokgolo and Modiba (2009: 7) indicate the “lack of research on 

transformational leadership in South Africa”. This study adds to the field of 

leadership studies and organisational commitment to support technology solutions 

by providing empirical research on this topic for the public sector. 
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When one examines reasons for the number of public service protests between 

2013 and 2014, it all relates to a committed workforce and leaders that need to 

create an effective organisation that can deliver the basic services to the 

population. Public service employees need to understand how their role and 

contribution makes a difference to society. This aspect of the research project will 

be beneficial to leaders in the public service to identify effective transformational 

leadership styles that will assist in establishing a committed workforce. 

The next aspect relates to organisational commitment which is an imperative for 

any effective public service department. The AGSA (2013) consolidated general 

report, highlighted human resource management as one of the significant risks 

that should receive continued attention. The issue relating to human resource 

management was further stressed by Nichols et al., (2011) who identified skill and 

transfer of knowledge as one of the success factors for any IT project. Public 

service leaders need to identify the key characteristics for organisational 

commitment and leverage on specific transformational leadership styles to 

address these human resource management challenges.  

In today’s unstable environment, leadership is a critical issue that needs to be 

addressed within the public service. The research findings will be useful for 

academics and business professionals that are either leading government 

departments or involved in developing leadership capability in government. The 

research findings will provide insight into the essential characteristics of 

transformational leadership and organisational commitment for IT transformation 

in government departments. 

1.9 Outline of the study 

This section will cover the overview of the entire study. In addition to Chapter 1, 

which introduced the study and provided an overview of this research. This 

dissertation will consist of the following chapters: 

Chapter 2 will be concerned with the literature review, conceptual model and 

hypothesis for the study.  
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Chapter 3 will cover the research design, methodology, sampling design, 

questionnaire design, data collection techniques, data analysis approach.  

Chapter 4 will cover the data analysis as well as the interpretation of the results. 

Chapter 5 will deal with the discussion of the findings, formulating a conclusion as 

well as providing recommendations. 

1.10 Conclusion 

This chapter provided the background and outlined the context of the study in the 

public service. This was followed by the problem statement that described the 

various challenges and risks associated with public service departments. 

Thereafter, the purpose of the study, the assumptions and limitations was 

discussed. This was followed by the outline of the study. Finally, the theoretical 

and empirical research objectives were articulated together with the justification of 

the study. 

The next chapter is a literature review aimed at understanding theories and 

concepts underlying, transformational leadership, organisational commitment and 

technology solutions. 
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Chapter 2 

LITERATURE REVIEW 

2.1 Introduction 

The purpose of this chapter is to provide a theoretical foundation for 

transformational leadership, organisational commitment and technology solutions. 

The review of the literature highlights the influencing factors for each research 

dimension. 

2.2 Transformational Leadership 

Judge and Bono (2000) studied the relationship between the five factor model of 

personality and transformational leadership behaviour. This study was informed by 

the theories of Burns (1978) who distinguished between transformational and 

transactional leadership and the theory of Bass (1985) which postulated that 

leaders could be both transactional and transformation or neither. Judge et al. 

(2000) further concluded there is little evidence relating personality to 

transformational leadership behaviours. 

Barker and Fredonia (2007) studied the effect of transactional and 

transformational leadership on the organisational commitment and job satisfaction 

of customer facing personnel. The results indicate that the transformational factors 

of charisma, intellectual stimulation, and individual consideration are more highly 

correlated with job satisfaction and organisational commitment than the 

transactional factors of contingency reward and management by-exception. 

In the leadership quarterly journal, Yukl (1999) evaluated the conceptual 

weakness in transformational leadership theories against the research of Bass 

(1995) on theories of transformational leadership redux. Yukl (1999) concluded 

that the theories showed a major interest of leadership influence over individual 

followers and not the leaders influence on group or organisational processes.  
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2.2.1 Transformational Leadership Style 

According to Bass (1985), transformational leaders motivate us to do more than 

what is expected of us to do. Bass (1985) identified three leadership styles to 

motivate employees namely:  

 Raising the level of consciousness of achieving outcomes and the ways of 

achieving this. 

 Transcending your own self-interests for the team and the organisation and 

lastly.  

 Raising the need level of individuals to that of recognition. 

In the leadership quarterly journal, Bass (1995) reported on his pilot study on the 

theory of transformational leadership redux which revived the work of previous 

scholars. Bass (1995) concluded that high level transformational executives could 

move followers to exceed expectations, to generate extra effort, creativity and 

productivity. In this research he defined transformational leaders through four 

leadership styles: 

(1) Motivation to do more than you originally expected to do;  

(2) Raising the level of awareness about important matters  

(3) Increased level of needs from security and recognition to need for 

achievement or self-actualisation; and  

(4) Transition from own self-interest for the good of the team or the 

organisation. 

Oke, Munshi and Walumbwa (2009: 71) concluded that “transformational 

leadership style will be more appropriate to foster the creative innovation process 

than the transactional leadership styles”. On the other hand, these researchers 

argue that the transactional leadership styles will be more appropriate for the 

implementation stage of the innovation process than the transformational 

leadership style. 

Careless and Mann (2000) reported on the measures of transformational 

leadership. Both adapted the research by Podsakoff, Mckenzie, Moorman and 
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Fetter (1990) and applied the following behaviours to create the global 

transformational leadership scale (GTL):  

(1) communicates a clear and positive vision of the future;  

(2) treats staff as individuals, supports and encourages their development;  

(3) gives encouragement and recognition to staff;  

(4) fosters trust, involvement and cooperation amongst team members; 

(5) encourages thinking about problems in new ways and questions 

assumptions;  

(6) is clear about his/her values  and practices what he/she preaches; and  

(7) instills pride and respect in others and inspires them by being highly 

competent.  

This study also found a strong correlation between the Multifactor Leadership 

Questionnaire (MLQ) by Avolio, Bass and Jung (1995) and the Leadership 

Practices Inventory (LPI) by Kouzes and Posner (1990). An important feature of 

the study was the use of two sources of data to test the discriminant validity of the 

GTL. It was shown that the GTL has successfully discriminated against between 

high and weak performing managers. 

Rafferty and Grifton (2004) re-examined the multi factor leadership model by Bass 

(1985) to identify five sub dimensions of transformational leadership that will 

demonstrate discriminant validity with each other. Their study could not conclude 

which conditions associated with articulating of a vision positively impacts on 

followers and those conditions which have a negative impact.  

Jaskyte (2004) suggests that in order for organisations to become more 

innovative, leaders would have to change their leadership practices to shape the 

culture of their organisations. These practices would have to support new values 

that were shown to foster organizational innovativeness namely; innovation, 

aggressiveness, outcome orientation, people orientation, and detail orientation.  

Research by Brown and Keeping (2005) indicates that transformational leadership 

when assessed with the MLQ, is highly influenced by the interpersonal affect 

respondents’ feel towards their leaders. This is referred to as “liking” which is the 
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affect respondents were influenced by a subordinate’s leadership perceptions and 

judgements. 

Mishra, Grunewald and Kulkarni (2014) used financial performance as a measure 

of organisational performance and concluded that although there is no significant 

difference in the leadership styles of senior and middle level managers. Managers 

of successful firms use transformational leadership styles to achieve financial 

performance. Financial performance is achieved by changing the values, beliefs 

and needs of the followers. 

2.2.2. Transformational leadership in the public service  

After the 2008 world economic crisis Gibbs, Penttiten, Heywood and Strickland 

(2009) illustrated the key change tactics of leadership to transform their 

organisations. These tactics resemble that of transformational leadership styles. 

Bass (1990: 27-28) concluded that “transformational leadership can he learned, 

and it can and should be the subject of management training and development”. 

Bass (1990) has shown that leaders at all levels can be trained to be charismatic 

in both verbal and non-verbal performance. 

The importance of transformational leadership styles is becoming more pertinent 

in an increasing volatile world as illustrated by Dobbs, Ramaswamy, Stephenson 

and Viguverie (2014). These authors indicated that it will be increasingly difficult 

for senior leaders to establish or implement effective strategies unless they 

reshape themselves in the image of the technologically advanced, 

demographically complex and geographically diverse world in which we will all be 

operating. For a better public service as described by Farrell and Goodman 

(2013), requires governments to make better use of data, involve citizens, invest in 

employees, and collaborate with other sectors. These principles are underpinned 

by transformational leadership characteristics to effect the organisational change.  

In order to address the leadership gap in the social sector requires more funding 

for leadership development, targeting the resources leaders say they need, and 

securing increased mentoring and coaching from the private sector (Callanan, 

Gardner, Mendonca & Scott, 2014). Wright, Pandey and Moynihau (2012) found 
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that transformational leadership can increase both employee public service 

motivation and clarification of organisational goals. Combing these factors also 

increase employees focus on the mission of the organisation. The publication by 

Dohrman et al. (2008) on transforming government is devoted to leadership and 

talent because of the rapid aging workforce in the public sector. New incoming 

leaders need to articulate the organisations vision and inspire service delivery as 

key factor factors to instill organisational change.  

Lavigna and Paarlberg (2010) indicate that public service leaders who use the 

principles of transformational leadership can apply good management practices to 

harness the power of employee’s motivations. Recruiting and hiring employees 

with strong public service values will only work if the new recruits perceive that 

their tasks are important and their work environments enable them to act on their 

self-motivation. Hansen and Stoner (2009) illustrate the importance of changing 

mind-sets and capabilities through transformational leadership characteristics in 

order to sustain organisational change in the public service. This can be achieved 

by combining the elements of the lean and six sigma continuous improvement 

tools. 

Metcalfe and Metcalfe (2001) investigated whether the dimensions of 

transformational leadership that have emerged from the North American studies 

are similar to those found in the UK public service. A multifactor leadership 

questionnaire consisting of nine clusters was used in their research. The UK 

approach resembles more the notion of “the leader as servant”. There is a greater 

sense of openness, humility and organisational embeddedness in the UK as 

compared to the US approach. The UK approach presented leadership as a social 

influence process in at least six factors confirming that the connectedness 

between the leader and individual is not the most powerful component. 

2.3 Organisational commitment  

An extracted from “20 insights on organisations” by Ulrich (2010: 4) provided a 

perspective on how to improve an organisation. Ulrich (2010) identified leadership, 

commitment and culture as key success factors to improve an organisation. In 

order to increase commitment levels he described the following aspects. There 
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needs to be a sense of direction and purpose within the organisation. This in turn 

provides the platform for employees to see the outcome of their work. Employees 

also need an opportunity to grow, develop and learn. There also needs to be a 

work environment that builds a sense of community, flexibility for employees and 

were employees can have their emotional needs met through the organisation.  

Jaros (2007), Meyer and Allen’s three-component model of organizational 

commitment is based on three simultaneous mindsets encompassing affective, 

normative, and continuance organizational commitment. Jaros (2007) examined 

the validity of the sub scales for normative commitment and proposed an 

enhanced model for organisational commitment. The enhanced model includes 

four sub scales with normative commitment expanded into two dimensions 

namely, indebted obligation and moral imperative. 

Jung, Chau and Wu (2003) studied the role of transformational leadership in 

enhancing organisational commitment. The results concluded that 

transformational leadership by top managers can directly and indirectly enhance 

organisational innovation by creating an organisational culture in which employees 

are free to discuss and try out innovative ideas and approaches. Their findings 

also found that innovativeness can be improved by developing managers to 

display transformational leadership behaviours through training and mentoring 

processes. 

Study by Pillai and Williams (2002) hypothesised that transformational leaders 

enhance follower’s self-efficacy, which in turns results in higher performance and 

commitment. They concluded that transformational leadership influenced 

commitment and perceptions about the division’s performance. 

The results by Gumusluoglu and Ilsev (2009), suggests that transformational 

leadership positively effects individual creativity and organisational innovation. 

Bommer, Rubin and Baldwin (2004: 205) concluded that management who have 

higher cynicism about organisational change are less likely to engage in 

transformational leadership behaviours. The above researchers also found that 

the level of transformational leader behaviour exhibited by managers was 

positively related to the behaviours of their peers.  
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Bommer et al.,(2004) indicated the following transformational behaviours such as 

identifying and articulating the vision, fostering the acceptance of group goals, 

high performance expectations, providing intellectual stimulation, role modelling 

and providing individual support can effectively reduce a subordinates’ cynicism 

about organisational change. 

2.3.1 Relationship between transformational leadership and organisational 

commitment 

Avolio, Zhu, Koh and Bhatia (2004) examined the linkage between 

transformational leadership and organisational commitment. These researchers 

found that the relationship between transformational leadership and organisational 

commitment at a senior level was more positive as compared with their immediate 

supervisor. This could be attributed to: a) the possibility that close followers are 

more likely to see some of the inconsistencies in their leader’s behaviour, which 

may affect how committed they feel to the organisation and their level of 

empowerment and b) The limited level of discretion permitted for the lower level 

supervisors. The findings from these researchers confirmed that employees 

appear to be more likely to reciprocate with higher levels of organisational 

commitment. 

A study in the South African context by Mokgolo et al.,(2012) showed a positive 

relationship between transformational leadership behaviour, employees’ 

performance, employee job satisfaction and acceptance of leadership. Empirical 

research by Chou (2014) indicates that transformational leadership at the 

workplace has significant and powerful influence on employee’s supportive 

attitude and behaviour towards organisational change. 

2.4 Technology Solutions in the public sector 

The successful implementation of IT projects is critical for the public sector. 

Nichols et al., (2011) reported on the seven imperatives for successful IT mega 

projects. Nichols et al., (2011) interviewed more than 50 IT and procurement 

leaders in both the public and private sector and analysed a variety of IT 

programs. They identified the primary contributors to the failure of IT projects and 
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success factors that can mitigate these failures. Some of the reasons for the 

failures can be summarised as follows, Nichols et al., (2011) 

 Government agencies typically execute large-scale IT programs in 

multiyear cycles an approach that artificially increases the complexity 

of programs and leads to higher failure rates.  

 Government IT projects normally have very broad scope 

requirements.  

 Large-scale public IT programs experience protracted funding 

cycles, budget uncertainties, and other challenges not often found in 

the private sector. 

 Limited IT acquisition skills. Nearly all IT programs require 

procurement of hardware, software, services, or a combination of 

these. 

 Successful execution of large-scale IT programs is contingent on the 

assignment of an experienced and qualified program manager. 

However, there is a shortage of qualified program-management 

personnel in government. 

 Many large IT programs run into difficulty because stakeholders are 

not fully aligned to the desired outcomes  

The following section will highlight key success factors for government IT projects 

in terms of process, people and governance requirements. From a process 

perspective, due to the shortening of technology lifecycles, IT programmes should 

deliver functionality within months instead of a multiyear development cycle. From 

a people perspective, managing IT software cycles every 6 to 12 months require a 

team of strong program managers supported by competent project managers. 

Lastly in terms of governance, a multidisciplinary integrated program teams with 

clearly defined responsibilities is required. 

A study amongst project managers from varied industries by Leban and Zulauf 

(2004) concluded that a project managers’ emotional intelligence ability 

contributes to the transformational leadership style which in turn has a positive 

impact on project delivery. 
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One of the significant risks identified in the AGSA (2013) consolidated general 

report relates to Information technology. This primary risk pertains to the lack of 

governance controls specifically in the areas of security management, user access 

and information technology service. The system development risks relate to user 

requirements not being clearly defined and poor planning, governance and project 

management. Strengthening internal controls would create an enabling 

environment that would increase the likelihood of information technology projects 

progressing economically, efficiently and effectively and delivering positive results. 

2.5 Conceptual Model for this study 

The conceptual model below illustrates the three research dimensions and how 

each dimension informs the hypothesis statements. The directional arrows are 

used for this purpose depicting which research dimensions have a positive 

relationship with the other. 

 

Figure 1 Conceptual Model 

2.6  Hypothesis Statements 

Based on the above conceptual model the following hypotheses are stated: 

H1: Transformational leadership has a positive relationship with technology 

solutions 
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H2: Transformational leadership has a positive relationship with organisational 

commitment. 

H3: Organisational commitment has a positive relationship with technology 

solutions  

2.7 Conclusion 

This chapter provided an exposition of the literature review on transformational 

leadership, organisational commitment and technology solutions in the public 

service. Two themes emanated from the transformational leadership review, 

namely the transformational leadership styles and public service imperatives are 

discussed. The literature review steered to the conceptual model for this study and 

concluded with three hypotheses statements. 

The next chapter focuses on the research design and methodology. 

 

 

 

 

 

 

 

 

 

 

  



32 
 

Chapter 3 

RESEARCH DESIGN AND METHODOLOGY 
 

3.1. Introduction 

This chapter presents the research procedure used to address the objectives and 

the hypothesis as outlined in the previous chapter. The chapter outlines the 

research design and methodology employed.  

3.2. Research Design 

Research design may be described a plans and procedure for research that spans 

from broad assumptions to detail methods of data collection, analysis and 

interpretation. (Creswell, 2014). This research design will include: 

 How the data will be collected. 

 What instruments will be employed (measurement items, source and 

measurement scale). 

 How the instruments will be used (data collection method). 

 The intended means for analysing data collected (data analysis procedure 

and statistical approach). 

A measurement instrument is a measure which combines the values of several 

variables into a composite measure in order to gauge the underlying continuum 

which can only be partially measured by a single variable. A questionnaire is a 

research instrument commonly used in quantitative research studies.  

The research methodology will be a quantitative study with empirical evidence 

obtained from a structured questionnaire. A quantitative design has been chosen 

for this study as it allows the researcher an opportunity to test objective theories 

by examining relationships between variables. The variables can be measured on 

instruments in order to ensure that the numbered data as per the questionnaire 

design can be analysed using statistical procedures. 
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3.3 Sampling Design 

This section describes the target population, sampling frame, sampling size and 

sampling method. 

3.3.1 Target Population 

Target population is the aggregation of the 554 group of individuals from which the 

sample is selected. A population is the universe of divisions that will be used to 

select a sample (Bryman, 2012). The targeted population for this study is the 

senior, middle management and functional specialists in the public service with a 

specific focus on the South African Revenue Service (SARS). Considering that 

these leaders and functional specialists are at the forefront when technology 

solutions are implemented in SARS, their opinions will identify the key 

transformational leadership styles and organisational commitment characteristics 

for the public service. 

3.3.2 Sampling Frame 

Sampling frame is the list of individuals that form the population from which the 

sample is drawn. A sampling frame represents a list of all divisions in the 

population from which the sample was extracted (Bryman, 2012). For this study, 

the sampling frame was a list of all functional specialists; middle, senior and 

executive management with specific focus on five divisions responsible for the 

implementation and maintenance of technology solutions within SARS. This list 

was sourced from the human resources department of SARS. 

3.3.3 Sample Size 

Sample size is the actual number of the sample. A good sample has representivity 

and adequacy (Singh, 1986). The sample for this study will be made up of 243  

respondents which equates to 43.86% of the sample. The suggested sample size 

is sufficient for the AMOS software which will be utilised for data analysis. In 

determining the sample size, the researcher also referred to the formula 

prescribed by Stoker (as cited in White (2003: 78). 
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3.3.4 Sampling Method 

Research objectives and questions often determine the sampling frame (Palys, 

1997). The aim is to ensure that every employee in the population is given an 

equal opportunity of being included in the sample. This study will use a non-

probability sample method called purposive sampling. This sampling method is fair 

and unbiased which is required in scientific research (Bryman, 2012). 

The selection criteria of the respondents were as follows: 

 All management on middle, senior managers and executive levels. 

 Is based on all divisions responsible for implementing technology solutions.  

3.4 Questionnaire Design 

The Multifactor Leadership Questionnaire by Bass and Avolio (1995) was used for 

transformational leadership style variables. This research factor on 

transformational leadership consists of four dimensions (Metcalfe & Metcalfe, 

(2001), namely: 

1) Individual consideration;  

2) Inspirational motivation;  

3) Intellectual stimulation; and  

4) Idealised influence.  

A five point Likert scale ranging from 1= Not At All, 2= Once In A While, 3= 

Sometimes, 4= Fairly Often and 5= Frequently if Not Always be used to measure 

this variable. 

Meyer and Allen’s model of Organisational Commitment (Jaros, 2007) was used to 

measure the organisational commitment variable. This item consists of four 

dimensions, namely, Affective Commitment, Continuance Commitment, Normative 

Commitment – Moral Imperative dimension and Normative Commitment – 

Indebted Obligation Dimension. A five point Likert scale ranging from 1) Strongly 
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Disagree, 2) Disagree, 3) Undecided, 4) Agree, 5) Strongly Agree was used to 

measure this variable. 

The Seven imperatives for success in IT mega projects (Nicholos et al., 2011) 

were used to measure Technology Solutions. This variable consists of three 

dimensions, namely people, process and governance. A five point Likert scale 

ranging from 1) Strongly Disagree, 2) Disagree, 3) Undecided, 4) Agree, 5) 

Strongly Agree was used to measure this variable. 

3.5. Data Collection Techniques 

Potential respondents were contacted prior to the commencement of data 

collection. They were sufficiently briefed about the purpose of the study and also 

to arrange for the delivery of the questionnaire. As this was a self-administered 

questionnaire, it was critical that respondents knew what to do with the 

questionnaire when they receive it and once the questionnaire had been 

completed. 

Some of the advantages of utilising a self-administered questionnaire include the 

following (Bryman, 2012): 

 cost effective to administer; 

 efficient to administer; 

 no interviewer inconsistency; and  

 respondents can complete the questionnaire at their own time. 

The downside of self-administered questionnaires includes the following (Bryman, 

2012): 

 respondents cannot be prompted if unclear with the questionnaire; 

 researcher cannot probe respondents to clarify or elaborate an answer; and  

 the response rate can be low. 

Research boxes were used for the completed questionnaire. This process 

assisted to ensure anonymity and confidentiality.  
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3.6 Data Analysis Approach 

In order to understand the nature of the data, descriptive statistics was calculated 

appropriate to the level of measurement of the variables. For categorical variables, 

frequencies and percentages were reported. A principle factor analysis was 

performed in order to identify the underlying factors in the questionnaires. Once 

these factors were identified, and internal consistency established, these factors 

were used in subsequent analysis. Apart from descriptive statistics on these 

factors, the relationships between these factors with the demographic variables 

will be investigated by means of the Spearman Correlations and the differences 

between demographic variables by using the Analysis of Variance (ANOVAS). The 

spearman correlation will be used to test the strength of the relationships between 

the data. 

3.6.1. Measure instrument reliability and validity  

Reliability and validity relate to the logic and accuracy of a test (Wilcken’s, 2010). 

Data analysis techniques have to be appropriately matched to the types of 

variables that are created during the research (Bryman, 2004). Validity in 

quantitative research has to do with issues concerned with whether a 

measurement of a concept really measures what it is supposed to measure 

(Bryman, 2004; Bryman, 2012). Reliability refers to the quality of a measurement 

instrument procedure that provides repeatability and accuracy. Cronbach’s alpha 

values and composite reliability values will be determined using the SPSS 

software in order to assess measurement items reliability.  

3.6.2 Ethical considerations 

Permission to conduct the study was granted by the SARS research division. 

Special considerations were given to the right to privacy, anonymity and 

confidentiality. Research boxes were used to collect completed survey 

questionnaires. These boxes were placed in accessible locations within the 

division so that the respondents could deposit the completed questionnaire.  The 

questionnaire did not contain the identity of respondents and anonymity of 

respondents was maintained throughout the study. The research included ethical 



37 
 

principles such as honesty, objectivity, integrity, carefulness, openness and 

respect for intellectual property.  

3.7  Conclusion 

This chapter reviewed the research design, rules and procedures that were used 

for the study. The target population, sample frame, sample size and sampling 

method were described and were justified. This was followed by an exposition of 

the questionnaire design and rating scales for each of the research dimensions. 

The data collection techniques and approach for the data analysis was also 

described. Finally the instruments to measure reliability and validity are explained.  

Chapter 4 discusses the statistical analysis and focuses on the results of the 

empirical research.  
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Chapter 4 

THE RESULTS 

4.1 Introduction  

This chapter describes the results and interpretation of the research described in 

chapter 3. The first research dimension is transformational leadership styles and is 

based on the Multifactor Leadership Questionnaire (MLQ) (Bass & Avolio, 1995). 

This dimension comprises of four factors, namely, Idealised influence, Inspirational 

motivation, Intellectual stimulation and Individual consideration.  

The second research dimension is organisational commitment and consists of four 

factors namely, Affective Commitment, Continuance Commitment, Normative 

Commitment – Indebted Obligation Dimension and Normative Commitment – 

Moral Imperative dimension.Meyer and Allen’s three-component model of 

Organisational commitment as revised by Jaros (2007) was used for this purpose.  

The third research dimension is technology solutions and is based on success 

factors for IT projects Nichols et al., (2011) was used for this purpose. 

The target population selected for this study focused on divisions responsible for 

the implementation and support of technology solutions within SARS. Five 

business divisions participated in the study yielding 243 respondents. The overall 

response rate was 43.8% .The process engineering business division had the 

highest response rate of 62.5% whilst the strategy and design business division 

had the lowest response rate of 27%. There was overall positive response rate 

across all five divisions and is a good reflection. 

The first section of this chapter focuses on the sample composition and 

demographic variables. The second section of this chapter will cover the 

descriptive statistics and frequencies per question. The last section will describe 

the factorial structure design of the items from the questionnaire and the reliability 

of these factors.  
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4.2 Demographic Profile 

This section will describe the demographics of the respondents. The 

demographics consist of age, gender, years of service in the organisation, number 

of years in current position, position in the organisation, educational levels and 

current division within the organisation.  

Figure 2 illustrates the gender distribution of respondents. 

 

 
Figure 2 Distribution of gender representation 

 

The gender distribution is fairly balanced with 52.3% males and 46.1% females. In 

comparison to the target population of 58% male and 42% female implies that 

female participation was relatively higher than the male participation. Female 

responses are higher than number identified in the target population as it was 

found that males disclosed themselves as females. 

 

Figure 3 illustrates the age distribution of respondents. 

 
Figure 3 Distribution of age representation 
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The average age of the respondents is 41 years with a standard deviation of 

approximately 8 years. The youngest respondent is 24 years and the eldest is 60 

years. The majority of the respondents are between the age of 33 years and 49 

years. There are 6 missing responses. This is a normal distribution. 

 

Figure 4 illustrates the distribution on the number of years the respondents are in 

the organisation. 

 

 

 

Figure 4 Distribution of numbers of years in the organisation 

 

241 responses were received and 2 responses were missing. The average 

number of years in the organisation is 10.95 years. With a standard deviation of 

approximately 8 years illustrates that majority of the respondents are between 3 

and 19 years in the organisation. This distribution is imbalanced to the right 

implying that SARS may have invested in technology skills over the past decade 

and employees generally enjoy staying in SARS. 

 

 

 

 

 



41 
 

Figure 5 illustrates the distribution on the number of years the respondents are in 

their current position. 

 

Figure 5 Distribution of years in current position 

235 responses were received and 8 responses were missing. The respondent with 

shortest period in current position is 1 year and the maximum is 17 years. The 

average is 5 years in current position with a standard deviation is 3.5 years. 

Majority of respondents are between 2.5 years and 8.5 years in their current role. 

This distribution is imbalanced implying that many employees were transferred 

from other business divisions into the technology divisions.  

Figure 6 illustrates the distribution on the respondent’s levels in the organisation. 

 
Figure 6 Distribution of level’s in the organisation 

 

The levels in the organisation can be described as follows: 

 Grade 9B and 10 – Top Management Level  

 Grade 8A to 9A – Senior Management level 

 Grade 6 and 7 – Middle management & functional specialists  
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Based on the information applied to the sample population, none of the responses 

that participated in the survey were on grade 9B – 10. Grade 9B and grade 10 

grades were not included in the questionnaire. The significance in this result is 

that 22 participants indicated the incorrect position in SARS.  

 

Figure 7 illustrates the distribution on the educational qualifications of 

respondent’s  

 
Figure 7 Distributions on Qualifications 

 

21% of responses comprise of PhD (0.8%), Masters (9.5%) and honours (10.7%). 

22.2%, the centre distribution is made up of bachelor degrees (22.2%), national 

diploma/national higher diploma (20.6%) and Post school certificates/diploma 

(16.5%). This distribution is imbalanced to the right. SARS has the opportunity to 

normalise this distribution by offering bursaries to employees with grade 12 and 

post school certification to enhance the knowledge and skills within technology 

environment. 
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Figure 8 illustrates the distribution across the divisions that participate in the 

research. 

 

Figure 8 Distribution of divisional representation 

The highest number of respondents was from the information technology division, 

93 respondents (38.3%), followed by the enterprise business enablement division 

with 69 respondents (28.4%) with the second highest respondents. Both these 

divisions make up 66.7% of the respondents.  

4.3 Frequency analysis 

4.3.1 Transformational leadership items 

The tables below illustrate the frequency analysis for each item under 

transformational leadership. Each item is grouped according to the questions that 

are related to a specific research dimension.  

Idealised influence indicates whether leaders hold subordinates’ trust, maintain 

their faith and respect, show dedication to them, appeal to their hopes and 

dreams, and act as their role model. Appendix C1 to C3 presents the results of 

items related to idealised influence. Questions B1, B5 and B9 is related to the 

factor of Idealized influence which is associated to the research dimension of 

transformational leadership styles 

Question B1:“My leader makes others feel good to be around him/her”. This 

leadership style was frequently observed by 30.7% of respondents, with only 4.1% 

indicating that this leadership style was not observed at all.  
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Question B5: “Others have complete faith in my leader”. 26.6% of respondents 

experience this leadership style frequently whilst 35.7% experience it fairly often. 

Question B9: “Others are proud to be associated with my leader”. This leadership 

characteristic was frequently observed by 29.3% of respondents, whilst 24.7% of 

respondents have sometimes experience this leadership characteristic.  

Overall, the mean scores for idealised influence is between 3.6 and 3.8  of the 

total responses and narrow standard deviation, illustrates that majority of the 

respondents feel that their leaders demonstrate idealised influence. 

Inspirational motivation measures the degree to which a leader provides a 

vision, use appropriate symbols and images to help others focus on their work, 

and try to make others feel their work is significant. Appendix C4 to C6 presents 

the results of items related to Inspirational motivation. Question B2, B6 and B10 

are related to the factor of inspirational motivation.  

Question B2:“My leader expresses with a few simple words what we could and 

should do”. Overall leaders expressing a few simple words of what can and should 

be done was experienced by 68.1% of respondents, either frequently (27.3%) or 

fairly often (40.8%). 

Question B6: “My leader provides appealing images about what we can do”. 

Respondents experiencing their leaders providing appealing images of what can 

be done constituted 24.6% and 3.8% of respondents have not experienced this at 

all.  

Question B10: “My leader helps others find meaning in their work”. Respondents 

feel that 34.9% of their leaders fairly often assist others in finding meaning in their 

work and 25.7% of respondents frequently experience this characteristic.  

Majority of respondents have a positive experience on all three leadership 

characteristics. The mean scores amongst these research items range between 

3.6 and 3.8. This depicts that majority of the respondents experience inspirational 

motivation. The results above suggest that employees are inspired and 

understand their contribution to deliver and support technology solutions for 

SARS. 
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Intellectual stimulation shows the degree to which leader encourage others to 

be creative in looking at old problems in new ways, create an environment that is 

tolerant of seemingly extreme positions, and nurture people to question their own 

values and beliefs of those of the organization. Appendix C7 to C9 presents the 

results of items related to intellectual stimulation. Question B3, B7 and B11 are 

related to the factor of intellectual stimulation.  

Question B3: “My leader enables others to think about old problems in new ways”. 

Respondents that fairly often experience new ways of problem solving constituted 

38% and 25.6% of respondents frequently experience this characteristic.  

Question B7: “My leader provides others with new ways of looking at puzzling 

things”. Respondents that fairly often experience their leaders providing new ways 

of looking at puzzling things made up 32.6% and 26.4% of respondents frequently 

experience this characteristic.  

Question B11: “My leader gets others to rethink ideas that they had never 

questioned before”. Respondents that fairly often experience their leaders getting 

others to rethink ideas constituted 30.8% and 26.3% frequently experience this 

characteristic.  

The mean scores for these research questions ranged between 3.6 and 3.7 with a 

narrow standard deviation of 1.0, confirms majority of the respondents 

experienced intellectual stimulation. This reflects that SARS potentially has a 

climate that encourages others to be creative in looking at old problems in new 

ways. An environment that is accepting and were people can question their own 

values and beliefs of that of the organisation. 

 

Individualised consideration indicates the degree to which leader’s shows 

interest in others’ well‐being, assign projects individually, and pay attention to 

those who seem less involved in the group. Appendix C10 to C12 presents the 

results of items related to Individual consideration. Question B4, B8 and B12 are 

related to the factor of Individual consideration.  

Question B4: “My leader helps others develop themselves”. Respondents that 

fairly often experienced their leaders helping others to develop themselves made 

up 37.2% and 27.6% of respondents frequently experienced this characteristic.  
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Question B8: “My leader lets others know how he/she thinks they are doing”.  

Respondents fairly often experience their leaders providing feedback on how they 

are doing was 34.9% and 29.5% of respondents frequently experience this 

characteristic.  

Question B12: “My leader gives personal attention to others who seem rejected”. 

A mean score of 3.4 illustrates that respondents have fairly often experienced their 

leaders giving personal attention to those rejected and constituted 30.8% of 

responses whilst 22.1% of respondents frequently experience this characteristic. 

Overall, the mean scores of 3.5 and narrow standard deviations indicate majority 

of the respondent’s experienced individual consideration. SARS potentially has an 

environment where leaders show interest in others’ well‐being, assign projects 

individually, and pays attention to those who seem less involved in the group. 

4.3.2 Organisational commitment items 

The tables below illustrate the frequency analysis for each item relating to 

organisational commitment. Each item is grouped according to the questions 

that are related to a specific research dimension.  

Questions C1 to C8 relate to the factor of affective commitment. Affective 

Commitment is described as commitment based on emotional ties the employee  

develops with the organization primarily via positive work experiences Appendix 

C13 to C20 provides the results of items associated with affective commitment.  

Question C1: “I am very happy being a member of this organisation”. Respondents 

that strongly agreed was 30.7% and 50.6% agree that they are happy been 

members of the organisation.  

Question C2: “I enjoy discussing my organisation with people outside it.” 

Respondents agreeing that they enjoy discussing the organisation with external 

people were 37.4% whilst 27.7% are undecided.  

Question C3: “I really feel as if this organisation's problems are my own”. 

Respondents agreeing that they feel the organisations problems are their own was 

44.1% and 26.9% are undecided.  
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Question C4: “I think that I could easily become as attached to another 

organisation as I am to this one”. Respondents agreeing that they can become 

attached to another organisation were 32.8% and 36.1% are undecided.  

Question C5: “I feel like 'part of the family' at my organisation”.  Respondents 

agreeing that they feel part of the family within the organisation were 45.2% and 

13.0% strongly agreeing with this statement.  

Question: “C6 I feel 'emotionally attached' to this organisation”. Respondents that 

are undecided whether they feel emotionally attached to the organisation were 

29.0% and 38.2% of respondents agreeing they are emotionally attached to the 

organisation.  

Question C7: “This organisation has a great deal of personal meaning for me”. 

Respondents agreeing that the organisation has personal meaning for them were 

48.1% and 14.6% of respondents strongly agreeing with this statement.  

Question C8: “I feel a 'strong' sense of belonging to my organisation”. 28.2% of 

respondents are undecided and 44.0% agree that there is strong sense of 

belonging in the organisation.  

The overall mean scores for these research questions averages 3.4 and the 

standard deviation averages <1.This factor of commitment reflects that 

respondents generally have positive emotional ties with SARS and positive work 

experiences. This sentiment is further supporter by observing that the population 

has an average of 11 years’ service in SARS illustrating that employees are 

emotionally connected to SARS. This is also reflected in the 2014 employee 

sentiment survey.  

Continuance commitment is described as commitment based on the perceived 

costs, both economic and social, of leaving the organisation. Question C9 to C14 

relate to the factor of continuance commitment. Appendix C21 to C26 presents the 

results of items related to continuance commitment. 

Question C9: “I do not worry about the loss of investments I have made in this 

organisation”. Respondents disagreeing with this statement made up 27.2%, 
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indicating that they worry about the loss of investments they made in the 

organisation whilst 26.8% agree.  

Question C10: “If I wasn't a member of this organisation, I would be sad because 

my life would be disrupted”. 34.6% of respondents disagree, indicating that they 

will not be sad if they were not members of the organisation.  

Question C11: “I am loyal to this organisation because I have invested a lot in it, 

emotionally, socially, and economically”. Respondents agreeing that they are loyal 

to the organisation were 47.7% and 19.5% strongly agreeing with this statement. 

Question C12: “I often feel anxious about what I have to lose with this 

organisation”. Respondents disagreeing that they will feel anxious about what they 

have to loose with the organisation was 24.1%, 41.9% were undecided and 22.8% 

agree they are anxious about what they have to loose with the organisation. 

Question C13: “Sometimes I worry about what might happen if something was to 

happen to this organisation and I was no longer a member”. Respondents agree 

that they worry about what would be the consequences if something happen to the 

organisation were 33.6% whilst 27.4% of respondents are undecided and 24.1% 

of respondents disagree.  

Question C14” I am dedicated to this organisation because I fear what I have to 

lose in it”. The result indicated that 27.9% of respondents disagree and that they 

are dedicated because they fear what they have to loose, 32.1% of respondents 

are undecided and 22.9% agree that they are dedicated because they fear what 

they may lose. 

The respondent’s loyalty to the organisation comes out on the positive side of the 

scale with a narrow standard deviation. This could possibly be attributed to their 

contribution to the SARS modernisation programme over the past seven years. 

Overall continuance commitment is lower relative to affective commitment. 

 Employees concern about the perceived costs of leaving SARS was on the 

negative scale. This could potentially be attributed to SARS having a no 

retrenchment principle which in turn offers job security to its employees. This is 
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further supported by the positive rating on loyalty to SARS and their emotional ties 

reflected in affective commitment levels.  

Normative commitment - ‘indebted obligation’ is described as the perceived 

need to meet other’s expectations. Question C15 to C17 relate to the factor of 

normative commitment – Indebted Obligation Dimension.  Appendix C27 to C29 

presents the items related to normative commitment – indebted obligation 

dimension 

Question C15:  “I feel that I owe this organisation quite a bit because of what it has 

done for me”. Respondents disagreeing with this statement made up 21.3%, 40.0 

% of respondents are undecided and 25.0% of respondents agreed with the 

statement.  

Question C16: “My organisation deserves my loyalty because of its treatment 

towards me”. Respondents agreeing with this statement were 40.2% of the 

population and 8.3% of respondents strongly agreed that the organisation 

deserves their loyalty because of how the organisation has treated them.  

Question C17: “I feel I would be letting my co-workers down if I wasn't a member 

of this organisation”. Respondents agreeing that they will be letting down co-

workers if they were not part of the organisation were 30.7% and 23.2% disagreed 

with the statement.  

Overall, the loyalty element is again leaning on the positive scale with a mean 

score of 3.2 confirms the positive responses of responders feeling loyal to SARS 

and that SARS deserves their loyalty. It implies that responders perceive the need 

to meet the expectations of SARS and are committed to delivering credible 

technology solutions. 

Normative commitment - moral imperative reflects striving to meet valued 

outcomes. Question C18 to C20 relate to the factor of normative commitment – 

moral imperative dimension. Appendix C30 to C32 presents the results of items 

related to moral imperative dimension. 
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Question C18:  “I am loyal to this organisation because my values are largely its 

values”. Respondents agreeing that they are loyal to organisation because of their 

values are largely the organisations were 47.5%.  

Question C19: “This organisation has a mission that I believe in and am committed 

to”. Respondents agreeing to the statement were 47.5% and 24.5% of 

respondents strongly agree that they believe in and are committed to the 

organisations mission.  

Question C20:” I feel it is 'morally correct' to dedicate myself to this organisation”. 

Respondents agreeing that it is morally correct to dedicate themselves to the 

organisation were 47.3% and 20.7% strongly agreed. 

The average scores for this research dimension is 3.8 with a standard deviation of 

<1. This factor reflects overall positive moral commitment to SARS. Respondents 

are committed to the values and mission of SARS. This may imply that SARS 

employees understand how their contribution impacts the economy and the 

citizens of South Africa through efficient revenue administration.  

4.3.3 Technology solutions items 

The process scale in technology solutions describes the methodology within 

the organisation. Appendix C33 to C34 presents the items related to technology 

solutions – process dimension.Questions D1 and D2 relate to the process aspect 

of technology solutions.  

Question D1: “Technology programs in SARS delivers functionality with months 

and not a “big bang” approach”. The means score for this research question is 3.4. 

Respondents that agreed with statement made up 45.8% of the population and 

11.3% strongly agreed with this statement. 

Question D2: “The organisation has strong programme managers with competent 

project managers”. Respondents agreeing with this statement were 37.5% and 

10.4% strongly agreed? Competent project managers are essential when 

implementing technology solutions. 

Overall this factor reflects that respondents are familiar with the processes related 

to the software cycles of SARS. SARS has a planned incremental approach for 
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technology advancements which provides functionality and benefits to end users. 

It also implies that SARS has a strong competence in project management and is 

able to deliver solutions according to plan. 

The people dimension of the technology solution scale describes the skills and 

structure of project teams within the organisation. Appendix C35 to C36 presents 

the results of items related to Technology solutions – people dimension. Questions 

D3 and D4 relate to people component of technology.  

Question D3: “The organisation invests in training of IT procurement specialists”. 

Respondents disagreeing that the organisations invests in training of IT 

procurement specialists were 20.9% of the population and 42.3% are undecided.  

Question D4: “Multidisciplinary teams are formed before the start of any 

technology programme”. Respondents agreeing that multidisciplinary teams are 

formed at the start of a technology programme were 43.3% of the population and 

7.1% strongly agreeing with the statement.  

Overall, this implies that some respondents tended to be less familiar with the 

procurement skills required for technology solutions. This could potentially be 

attributed to the procurement staff being a small component of employees that are 

generally seen as a back office role. Team work is evident with over 50% of 

respondents agreeing that multidisciplinary teams are formed before the start of a 

technology programme. 

Governance in technology solutions describes how the organisation makes 

decisions and shares information on technology trends. Appendix C37 to C38 

presents the results of items related to technology Solutions – governance 

dimension. Questions D5 and D6 are related to governance for technology 

solutions. 

Question D5: “There are mechanisms for disseminating technology knowledge 

trends”. Respondents agreeing that there are mechanisms for disseminating 

technology knowledge trends were 33.8% of the population and 41.7% are 

undecided.  



52 
 

Question D6:” Governance committees are effective in promoting a partnership 

model with stakeholders”. Respondents that were undecided made up 43.1% and 

28.0% agreed that governance committees are effective in promoting a 

partnership model with stakeholders. 

4.4 Factor design of items in the questionnaire and reliability analysis 

 

The factorial design of the items in the questionnaire and their reliability analysis 

are presented in this section. A principle factor analysis reduces the variables 

using the SPSS software to investigate the grouping of items and their 

correspondence to the original theoretical scales. The Kaiser-Meyer-Olkin (KMO) 

measure of sampling adequacy was as follows: 

Section B - Transformational Leadership style:  0.952 

Section C - Organisational Commitment: 0.891 

Section D - Technology Solutions: 0.848 

Bartlett’s sphericity test was significant (p<0.05) for all 3 dimensions which 

indicates sampling adequacy. Applying the interpretation of the KMO as 

characterised by Kaiser, Meyer, and Olkin (Garson, 2013) it can be concluded the 

degree of common variance for transformational leadership styles, organisational 

commitment and technology solutions is appropriate. 

4.4.1 Section B – Transformational leadership  

Four theoretical subscales of transformational leadership were intended in this 

scale, namely, idealised influence, inspirational motivation, intellectual stimulation 

and Individual consideration. The Kaiser criterion (Garson, 2013) showed only one 

factor with an Eigenvalue larger than one. Using Horn’s parallel analysis (Hayton, 

Allen and Scarpello, 2004) and a Monte Carlo simulation (Cruse, 1997) only one 

factor was identified as well. Transformational leadership was therefore treated as 

a unidimensional factor and reached an alpha coefficient of 0.955, indicating a 

very high level of internal consistency. According to Bryman and Bell (2007: 164), 

Cronbach’s alpha values of 0.70 and above are typically employed as a rule of 

thumb to denote a good level of internal reliability. 
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4.4.2 Section C- Organisational commitment  

This scale was intended to measure 4 factors, namely affective commitment, 

continuance commitment, and 2 scales of normative commitment, referring to 

Indebted Obligation and Moral Imperative respectively. Factor analysis largely 

confirmed these scales, with a few exceptions. Factor loadings are reported in 

appendix D. Item 9 did not show a meaningful loading on any of the factors while 

item 17 loaded with continuance commitment instead of its original normative 

scale. As can be seen in appendix D, the reliability coefficients are within an 

acceptable range.   

4.4.3 Section D-Technology Solutions  

Section D was intended as a unidimensional scale and was indeed confirmed as 

such. Only one factor had an Eigenvalue of larger than one, and this was 

confirmed using Horne’s parallel analysis (Hayton et al., 2004) and a Monte Carlo 

simulation (Cruse, 1997). This factor was therefore treated as a unidimensional 

factor and reached an alpha coefficient of 0.824, indicating a high level of internal 

consistency.  

4.5 Descriptive statistics per factor 

Under this section, the descriptive statistics per factor are presented and 

discussed.   
 

Table 1 Descriptive statistics per factor 

Descriptive Statistics 

 N Minimum Maximum Mean Std. Deviation 

Transformational leadership 242 1.58 5.00 3.7012 .88987 

Technology implementation 241 1.17 5.00 3.2044 .72468 

Affective commitment 241 1.25 5.00 3.4754 .67219 

Continuance commitment 241 1.00 5.00 3.0757 .72705 

Normative commitment: Indebted 

obligation Dimension 
241 1.00 5.00 3.1432 .89515 

Normative commitment: Moral 

Imperative dimension 
241 1.00 5.00 3.8216 .73344 

Valid N (listwise) 240     
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Transformational leadership was measured on a five point rating scale as is 

described as follows:1 – Not At All, 2 – Once In A While, 3 – Sometimes, 4 – Fairly 

Often, 5 – Frequently if Not Always. The mean score 3.7 indicates that the 

respondents fairly often experienced the characteristics of transformational 

leadership style. 

Technology Implementation was measured on a 5 point rating scale as is describe 

as follows: 1 – Strongly Disagree, 2 – Disagree, 3 – Undecided, 4 – Agree, 5 – 

Strongly Agree. A mean score of 3.2 illustrates that the respondents are 

undecided whether the people, process and governance requirements to deliver a 

successful technology solution are applied in the organisation. 

Organisational commitment was measured on a 5 point rating scale as is describe 

as follows: 1 – Strongly Disagree, 2 – Disagree, 3 – Undecided, 4 – Agree, 5 – 

Strongly Agree. Affective commitment has a mean score 3.47. This is between 

undecided and agreeing, indicating that respondents relatively have positive work 

experiences and feel emotionally connected to the organisation. Continuance 

commitment has a mean score of 3.07 indicating that respondents were 

undecided on this factor. This implies that the respondents were undecided about 

the perceived economic and social costs or the cost of leaving the organisation. 

Normative commitment: Moral Imperative dimension has a mean score of 3.8 and 

normative commitment: Indebted Obligation Dimension is lower with a mean score 

of 3.14. This implies that respondents are undecided about their obligation to the 

organisation. The moral imperative illustrates that respondents are in agreement 

that they support the mission and values of the organisation. 

4.6 Analysis of variance – ANOVA 

The demographic variables in the study were compared on the factors by means 

of one way ANOVA’s. The ANOVA’s were used to assess whether there are 

differences between the subgroups on the different factors. The subgroups were 

formed by the different demographic variables. For a significant difference, values 

smaller than 0.05 were considered as significant. The first of the demographical 

groups to be discussed is the different gender groups. 
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4.6.1 ANOVA: Gender 

A one-way ANOVA was used to investigate the significance of the differences 

between the gender groups (males and females) and their preference on the six 

factors. The results of the ANOVA for the two groups are depicted in the appendix 

E.  

The results as depicted in appendix E indicates all factors have significance 

values larger than 0.05. This depicts that there is no significant differences 

between the gender groups.  

4.6.2 ANOVA: Divisions 

A one-way ANOVA test was conducted to compare the mean scores of the 

different divisions. The 5 different divisions that participated in this study were 

business systems, programme management, information technology, EBE, 

modernisation and strategy. The mean scores in appendix E indicate how the 

different divisions responded to the factors.  

Appendix E illustrates the differences between the divisions in relation to the 

factors. There is a significant difference between divisions within technology 

solutions and affective commitment. This illustrates that the way the divisions 

experience the implementation technology solutions and feelings towards the 

organisations varies significantly.  

Appendix E illustrates the post hoc test results for technology solutions and 

affective commitment between divisions.  

The results reflect two sets of marginal variances within technology solutions. The 

first set of variance within technology solutions is between the programme 

management and business systems divisions and the second set is between EBE 

and Information technology division. The result for affective commitment illustrates 

a marginal variance between affective commitment and EBE. 

4.6.3 ANOVA: Educational qualifications 

A one-way ANOVA test was conducted to compare the effects of the factors on 

the educational qualifications by using the mean scores. The 8 different levels of 
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educational levels was used for this study are Gr. 12 or equivalent, Post-school 

certificate/diploma, National diploma/ National Higher diploma, Bachelor’s degree, 

Honours degree, Master’s degree or equivalent, Doctoral degree or equivalent 

and other. 

The mean scores in the appendix E indicate how the different educational groups 

responded to the factors.  

The table above illustrates the differences between educational levels with regard 

to the factors. There is a significant difference between the groups on continuance 

commitment. This implies that there is a significant difference across educational 

levels on the perceived impact of leaving the organisation.  

Appendix E illustrates the post hoc test between educational qualifications on 

continuance commitment. The results illustrate the significant variance between 

respondents with honours and PhD qualifications. 

4.6.4 ANOVA: Position in the organisation  

Appendix E illustrates the differences with levels in the organisation. 

 

Respondents were not honest when indicating their position in the organisation. 

Grade 9B and10 were not part of the sample population.  

4.7 Correlations 

In this section, Spearman’s rank correlation is applied to test the strength between 

the variables. This method was used due to the small range of scores and the fact 

that it was essentially an ordinal scale. Correlations can vary in magnitude from −1 

to 1, with −1 indicating a perfect negative linear relationship, (as one variable 

increases, the other decreases) 1 indicating a perfect positive linear relationship 

(as one variable increases, the other decreases and the inverse) and 0 indicating 

no linear relation between two variables. If the significance value is smaller than 

0.05 then the correlation is statistically significant at the 5 % level. However, as the 

statistical significance of a correlation is largely influenced by sample size, 

(Cohen, 1992) suggested that a correlation value of 0.5 is large, 0.3 is moderate, 

and 0.1 is small. The usual interpretation of this statement is that anything greater 
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than 0.5 is large, 0.5-0.3 is moderate, 0.3-0.1 is small, and anything smaller than 

0.1 is insubstantial. 

4.7.1 Relationship between factors and demographic variables  

This section describes the relationship between factors and the following 

demographic variables, namely number of years in the organisation and number of 

years in current position. 

Table 2 Relationship between demographic variables 

  Age 
Years in 

organisation 

Years in 
current 
position 

Transformational 
leadership 

Correlation 
Coefficient 

-.057 -.028 -.016 

Sig. (2-tailed) .380 .661 .812 

N 237 241 235 

Technology solutions Correlation 
Coefficient 

-.181** -.066 -.074 

Sig. (2-tailed) .005 .311 .259 

N 236 240 234 

Affective commitment Correlation 
Coefficient 

-.036 .090 -.042 

Sig. (2-tailed) .585 .167 .521 

N 236 240 234 

Continuance commitment Correlation 
Coefficient 

.016 .121 .088 

Sig. (2-tailed) .812 .061 .180 

N 236 240 234 

Normative 
commitment: 
Indebted Obligation 
Dimension 

Correlation 
Coefficient 

-.085 .071 .040 

Sig. (2-tailed) .195 .271 .547 

N 236 240 234 

Normative 
commitment: Moral 
Imperative Dimension 

Correlation 
Coefficient 

-.102 .059 -.020 

Sig. (2-tailed) .119 .363 .764 

N 236 240 234 

 

The correlation co efficient values above mostly indicates an unsubstantial 

relationship between demographics and factors due a to small effect size. There is 

a statistically significant correlation between age and technology solutions. 
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4.7.3 Relationship between factors 

The table below tests the correlation between the factors and indicates the level of 

correlation between the factors. 

 

 

 

 

Table 3 Relationship between the factors 

 

 

H1: Transformational leadership has a positive relationship with organisational 

commitment.  

Affective commitment, normative commitment – indebted obligation dimension, 

normative commitment – moral Imperative dimensions has a moderate positive 

correlation with transformational leadership. The correlation coefficient for these 

dimensions ranges from 0.321 to 0.381 which implies medium affect size in terms 

Transformation

al leadership

Technology 

implementation

Affctive 

commitment

Continuance 

commitment

Normative 

commitment: 

Indebted 

Obligation 

Dimension

Normative 

commitment: 

Moral 

Imperative 

Dimension

Spearman's 

rho
1.000 .450

**
.381

**
.127

*
.334

**
.321

**

Sig. (2-tailed) .000 .000 .048 .000 .000

N 242 241 241 241 241 241

Spearman's 

rho
.450

** 1.000 .376
**

.219
**

.311
**

.371
**

Sig. (2-tailed) .000 .000 .001 .000 .000

N 241 241 240 240 240 240

Spearman's 

rho
.381

**
.376

** 1.000 .297
**

.401
**

.548
**

Sig. (2-tailed) .000 .000 .000 .000 .000

N 241 240 241 241 241 241

Spearman's 

rho
.127

*
.219

**
.297

** 1.000 .438
**

.389
**

Sig. (2-tailed) .048 .001 .000 .000 .000

N 241 240 241 241 241 241

Spearman's 

rho
.334

**
.311

**
.401

**
.438

** 1.000 .464
**

Sig. (2-tailed) .000 .000 .000 .000 .000

N 241 240 241 241 241 241

Spearman's 

rho
.321

**
.371

**
.548

**
.389

**
.464

** 1.000

Sig. (2-tailed) .000 .000 .000 .000 .000

N 241 240 241 241 241 241

Transformational 

leadership

Technology 

implementation

Affctive commitment

Continuance 

commitment

Normative 

commitment: 

Indebted Obligation 

Dimension

Normative 

commitment: Moral 

Imperative 

Dimension
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of Cohen (1992). Continuance commitment however has a low correlation of 0.127 

to transformational leadership which demonstrates a small effect size.   

 

H2: Transformational leadership has a positive relationship with technology 

solutions 

Table 3 illustrates a relatively strong correlation between transformational 

leadership and technology solutions. The correlation co efficient is 0.45 illustrates 

a positive relationship of a medium effect size.  

H3: Organisational commitment has a positive relationship with technology 

solutions 

There is an overall moderate positive correlation between all four dimensions of 

organisational commitment and technology solutions of a medium affect size. 

Affective commitment has a correlation of a large affect size (0.548) to normative 

commitment – moral imperative. 

4.8 Main findings 

There was no significant variance between the gender groups across all factors. 

The factor on technology solutions and affective commitment reflected significant 

variance between divisions. This illustrates that the way the divisions experience 

implementation of technology solutions and feelings towards the organisation 

varies significantly. There is also a significant difference across educational levels 

on the perceived impact of leaving the organisation. Years in the organisation 

have a positive correlation with age and a moderate correlation with years in 

current position. There is relatively strong correlation between transformational 

leadership and technology solutions. A moderate positive correlation exists 

between all four dimensions of organisational commitment and technology 

solutions of a medium affect size. Affective commitment has a correlation of a 

large affect size (0.548) to Normative Commitment – Moral Imperative. 
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4.10 Conclusion 

This chapter contains the analysis of the results obtain from 5 divisions that are 

responsible for the implementation of technology solutions. The statistical software 

package (SPSS 11.0) was used to analyse the statistical information and convert it 

into data. The sequence followed in the discussions of the results was as follow: 

 The demographic profile of the sample described the respondents in terms 

of biographical and work-related variables. 

 Frequency analysis per item. 

 The factorial design of the items in the questionnaire and the reliability of 

the factors. 

 Descriptive statistics per factor. 

 ANOVA assessments were done to determine significant differences 

between different sub groups.  

 Correlation between factors. 

 

The analysis indicates that the transformational leadership style within the 5 

divisions is evident for teams to deliver technology solutions. It also indicates that 

employees are inspired by their leaders and understand their contribution to 

deliver and support technology solutions for SARS. 

 

The analysis illustrates that SARS has a climate that encourages others to be 

creative in looking at old problems in new ways, an environment that is 

acceptable, and were people can question their own values and beliefs of that of 

the organisation. There is an environment in the organisation where leaders show 

interest in others’ well‐being, assign projects individually, and pays attention to 

those who seem less involved in the group. It can also be noticed that employees 

are emotionally connected to SARS. 

 

The respondent’s loyalty to the organisation was significant and may be attributed 

to their contribution to the SARS modernisation programme over the past seven 

years. This implies that respondents perceive the need to meet the expectations of 

SARS and are committed to delivering credible technology solutions. Respondents 

are connected to the values and higher purpose of SARS. This also implies SARS 
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employees understand how their contribution impacts the economy and the 

citizens of South Africa. It was also be observed that respondents are familiar with 

the processes related to the release of technology solutions but not so familiar 

with the procurement skills required for technology solutions. There is an 

opportunity for SARS to have a more awareness on its governance processes and 

formalise mechanisms for keeping employees aware of technology trends. 

Bartlett’s sphericity test was significant (p<0.05) for all 3 research sections which 

indicates sampling adequacy. The factor structure for transformational leadership 

styles reached an alpha coefficient of 0.955, indicating a very high level of internal 

consistency. Technology solutions reached an alpha coefficient of 0.824, 

indicating a high level of internal consistency. The factor structure for 

organisational commitment largely confirmed the scales been tested, with a few 

exceptions. 

The descriptive statistics for the factors is summarised as follows: 

 Respondents fairly often experienced the characteristics of transformational 

leadership styles. 

 Respondents are undecided whether the people, process and governance 

requirements to deliver a successful technology solution are applied in the 

organisation. 

 Respondents relatively have positive work experiences and feel emotionally 

connected to the organisation. 

 Respondents were undecided about the perceived economic and social 

costs or the cost of leaving the organisation. 

 Respondents are undecided about their obligation to the organisation. The 

moral imperative. 

 Respondents are in agreement that they support the mission and values of 

the organisation. 

 

The integration, results, conclusions and recommendations are discussed in 

Chapter 5. 
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Chapter 5 

DISCUSSION AND CONCLUSION 

5.1 Introduction  

This chapter will discuss and evaluate the results within the research objectives of 

the overall study. The research findings for each of the factors will be integrated in 

relation to objectives set out in this study. 

The successful implementation of technology solutions is of paramount 

importance for service delivery in the public sector. The non-delivery of basic 

services to citizens is a challenge that is becoming more serious for government 

departments. Modernised processes through the use of technology have shown in 

SARS to make a significant contribution to address this challenge.  

Technology on its own is meaningless if it is not supported by transformational 

leaders and a committed workforce. This chapter will discuss overall deductions 

from the literature review and empirical results. A description of the relationships 

between these factors to enable the implementation of successful technology 

solutions will also be extracted from the empirical results. 

5.2 Integration: Literature review and empirical results 

The empirical research aimed to gather data the perceptions of the respondents 

on transformational leadership styles, organisational commitment and technology 

solutions. The study was conducted with amongst five divisions that are 

responsible for the implementation of technology solutions.  

The research questions are based on the theoretical foundation on three research 

dimensions namely, transformational leadership style, organisational commitment 

and technology solutions. 

5.2.1 Transformational Leadership Styles 

The theory of transformational leadership, Bass (1995), defined transformational 

leaders through four leadership styles, (1) motivated you to do more than you 
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originally expected to do, (2) raise your level of awareness about important 

matters, (3) increases your level of needs from security and recognition to need for 

achievement or self-actualisation and (4) leads you to transcend your own self-

interest for the good of the team or the organisation.  

Paarlberg and Lavigna (2010) concluded that public service leaders who use the 

principles of transformational leadership can apply good management practices to 

release the power of employee’s motivations. Careless and Mann (2000) found a 

strong correlation between the Multifactor Leadership Questionnaire (MLQ) by 

Avolio et al., (1995) and the Leadership Practices Inventory (LPI) by Kouzes and 

Posner (1990). 

This research, supported by significant previous research on transformational 

leadership behaviours provided the assurance to find the characteristics of 

transformational leadership that will enable the implementation of technology 

solutions. For this purpose a Multifactor Leadership Questionnaire (MLQ) was 

posed for this research dimension. 

5.2.2 Organisational Commitment 

Ulrich (2010: 4) identified leadership, commitment and culture as key success 

factors to improve an organisation. Avolio et al., (2004) confirmed that empowered 

employees appear to be more likely to reciprocate with higher levels of 

organisational commitment. Mokgolo et al., (2012) showed a positive relationship 

between transformational leadership behaviour, employees’ performance, job 

satisfaction and acceptance of leadership. Chou (2014) indicates that 

transformational leadership at the workplace has significant and powerful 

influence on employees’ supportive attitudes and employees’ behaviour towards 

organisational change.  

Meyer and Allen’s three-component model of organisational commitment has 

become the dominant model for study of workplace commitment. This model 

proposes that organisational commitment is experienced by the employee as three 

simultaneous mind-sets encompassing affective, normative, and continuance 

organizational commitment. Jaros (2007) examined the validity of the sub scales 

and proposed an enhanced model for organisational commitment. The revised 
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commitment scales showed promise to find the aspects of organisational 

commitment that will enable technology solutions. 

5.2.3 Technology Solutions 

Nichols et al., (2011) identified the primary contributors to the failure of IT projects 

and success factors that can mitigate these failures. Leban and Zulauf (2004) 

concluded that a project managers’ emotional intelligence ability contributes to the 

transformational leadership style which in turn has a positive impact on project 

performance. One of the significant risks identified by the auditor general South 

Africa (Auditor General PFMA, 2014) relates to the lack of governance controls in 

Information technology. The key elements from this research for successful IT 

projects were grouped into people, process and governance components to find 

which of the critical success factors are evident in the organisation. 

5.3 Research Results  

The scope of the research addressed the extent to which transformation 

leadership and organisational commitment contributed to the successful 

implementation of technology solutions. The target population selected for this 

study concentrated on business divisions responsible for the implementation and 

support of technology solutions within SARS. A multifactor leadership 

questionnaire and an organisational commitment model were used to identify the 

pertinent characteristics that will enable the successful implementation of 

technology solutions. The results for each of these dimensions are presented 

below. 

5.3.1 Transformational Leadership  

This research dimension was based on the Multifactor Leadership Questionnaire 

(MLQ) (Bass & Avolio, 1995). This dimension comprised of four theoretical 

subscales, namely, idealised influence, inspirational motivation, intellectual 

stimulation and individual consideration. 

Majority of the respondents indicated that their leaders held their subordinates’ 

trust, maintained their faith and respect. These were the characteristics of 
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idealised influence which may be regarded as the foundational leadership style to 

enable any technology programme. 

It was also evident in the results that majority of the respondents understand the 

vision and feel that their work is considered to be significant within the context of 

the organisation. This suggests that employees are inspired and understand their 

contribution to deliver and support technology solutions for SARS. 

The characteristic of intellectual stimulation also manifested in the results. It 

advocates that SARS potentially has a climate that encourages others to be 

creative in looking at old problems in new ways. An environment that is acceptable 

for people to question their own values and beliefs of that of the organisation. 

There is an indication that SARS has an environment where leaders show interest 

in others’ well‐being, assign projects individually, and pays attention to those who 

seem less involved in the group. 

Overall this factor had a mean score of 3.6. This confirms that respondents were 

of the opinion that their supervisors have the tendency to be transformational 

leaders. 

5.3.2 Organisational Commitment 

This research dimension consists of four factors namely, affective commitment, 

continuance commitment, normative commitment – indebted obligation dimension 

and normative commitment – moral imperative dimension. Meyer and Allen’s 

three-component model of organisational commitment as revised by Jaros (2007) 

was used for this study.  

 

It is evident that respondents generally have positive emotional ties with SARS 

and positive work experiences. This sentiment was further supported by the fact 

that the population has an average of 11 years’ service in SARS. The emotional 

connectedness of employees to SARS is also supported in the 2014 employee 

sentiment survey. 

The respondent’s loyalty to the organisation was evident and leans towards the 

positive scale. This could possibly be attributed to their contribution to the SARS 
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modernisation programme over the past seven years. Overall continuance 

commitment is lower relative to affective commitment. Employees concern about 

the perceived costs of leaving SARS was on the negative scale. This could 

potentially be attributed to SARS adopting a “no retrenchment” principle. The 

positive rating on loyalty to SARS was also reflected in the research dimension for 

affective commitment.  

The loyalty element was evident to be leaning on the positive scale, in the results 

of normative commitment – indebted obligation. The positive responses of 

respondents feeling loyal to SARS and that SARS deserves their loyalty was 

confirmed. This implies that respondents perceive the need to meet the 

expectations of SARS and are committed to delivering credible technology 

solutions. 

There is an overall positive moral commitment to SARS. Respondents are 

committed to the values and higher purpose of SARS. This may imply that SARS 

employees understand how their contribution impacts the economy and the 

citizens of South Africa.  

5.3.3 Implementation of Technology Solutions 

The third research dimension relates to technology solutions Nichols et al., (2011) 

success factors for IT projects was used for this study. 

It is evident that respondents are familiar with the processes related to the 

software cycles for implementing technology solutions. SARS has a planned 

incremental approach for technology improvements which provides functionality 

and benefits to the end users. This also implies that SARS has a strong 

organisational competency in project management and is able to deliver 

technology solutions according to plan. 

Respondents appear to be less familiar with the procurement skills required for 

technology solutions. This could potentially be attributed to the procurement 

resources being a small component of employees that are generally seen as a 

back office role. Team work is evident with over 50% of respondents agreeing that 

multidisciplinary teams are formed before the start of a technology programme. 
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There is an opportunity for SARS to create awareness on its governance 

processes and formalise practices for keeping employees updated on technology 

trends. 

5.3.4 Addressing factor construct and reliability 

Four theoretical subscales were intended for transformational leadership. Only 

one factor was identified. This scale yielded an acceptable level of internal 

consistency and internal reliability.  

The factors for organisational commitment were largely confirmed by the 

Spearman correlation with a few exceptions. The reliability co-efficients are all 

within an acceptable range. 

Technology solutions were intended as a unidimensional scale and were 

confirmed to be unidimensional. The alpha co efficient indicated an acceptable 

level of internal consistency. 

In summary, all scales yielded an acceptable level on internal consistency and 

internal reliability.  

5.3.5 Observations on the demographic profile 

The demographic variables consisted of age, gender, years of service in the 

organisation, number of years in current position, position in the organisation, 

educational levels and current division. 

The gender distribution was fairly balanced.. The age profile has a fairly normal 

distribution. The distribution of the number of years in the organisation is biased to 

the right of the curve implying that SARS may have invested in technology skills 

over the past decade and employees generally enjoy staying with the 

organisation. 

Number of years in current position is also imbalanced. When compared in 

relation to the number of years in the organisation, it became evident that many 

employees were possibly redeployed from other business divisions into the 

technology division. 

The qualifications profile distribution is imbalanced. This distribution is imbalanced 
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to the right. There is an opportunity to normalise the distribution by offering more 

bursaries for tertiary qualifications to employees with grade 12 and post school 

certification. 

The divisional profile is fairly distributed. 

5.3.6 Variations of perceptions across the demographic factors 

The demographic groups in the study were compared on the research factors to 

assess whether there are differences between the subgroups on the different 

factors. The subgroups were formed by the different demographic variables.  

There was no significant difference across the gender groups. 

Significant differences between divisions within technology solutions and affective 

commitment was evident. The way the divisions experience technology 

implementation and feelings towards the organisations varies significantly. The 

post hoc test confirms two sets of marginal variances within technology solutions. 

The first set of variance with technology solutions is between programme 

management division and business systems division. The second set of variance 

is between the Enterprise Business Enablement (EBE) division and Information 

technology division. The result for affective commitment illustrates a marginal 

variance between affective commitment and the EBE division. 

The 8 different levels of educational levels were used for this study. The factor of 

continuance commitment confirmed a significant difference between the groups. 

The differences reside with the honours and PhD qualifications.  

5.4 Revisiting the research objectives 

The primary goal of the research was to identify the relationship between 

transformational leadership, organisational commitment and technology solution. 

Transformational leadership has a positive relationship with organisational 

commitment. This objective was discussed in the statistical analysis, confirming a 

moderate positive correlation with transformational leadership. These results are 

discussed in chapter 4. 
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Transformational leadership has a positive relationship with technology solutions.  

The objective was discussed in the statistical analysis, confirming a strong positive 

correlation. These results are discussed in chapter 4. 

Organisational commitment has a positive relationship with technology solutions. 

The objective was discussed in the statistical analysis, confirming a positive 

correlation. These results are discussed in chapter 4. 

The following empirical objectives were identified for the study: 

1. To investigate the elements of transformational leadership style that is 

based on existing questionnaires. This objective was achieved in the 

literature review. The outcomes are discussed in chapter 2. 

2. To investigate the requirements for organisational commitment and how 

these factors related to transformational leadership style. This objective 

was achieved in the literature review and statistical analysis. The outcomes 

are discussed in chapter 2 and 4 respectfully. 

3. To investigate the success factors for implementing technology solutions 

and the correlation to transformational leadership style. This objective was 

achieved in the literature review and statistical analysis. The outcomes are 

discussed in chapter 2 and 4 respectfully. 

4. To investigate the relationship between organisational commitment and the 

success factors when implementing technology solutions. This objective is 

achieved in the statistically analysis. The outcomes are discussed in 

chapter  

 

5. To determine the differences in perceptions between the demographic 

variables with transformational leadership, organisational commitment and 

technology solutions. This objective was achieved in the statistical analysis. 

The outcomes are discussed in chapter 4. 

5.5 Conclusions of the literature review 

Bass (1995) defines transformational leaders through four leadership styles:  

 motivated you to do more than you originally expected to do,  

 raised your level of awareness about important matters,  
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 increases your level of needs from security and recognition to need for 

achievement or self-actualisation and  

 lead you to transcend your own self-interest for the good of the team or the 

organisation. 

Yukl (1999) identifies conceptual weakness with transformational leadership 

theories against the research of Bass (1985). Yukl (1999) showed a major interest 

of leaders influence over individual followers and not the leaders influence on 

group or organisational processes.  

Jaskyte (2004) suggests that in order for organisations to become more 

innovative, leaders would have to change their leadership practices to shape the 

culture of their organisations. Brown and Keeping (2005) indicated that 

transformational leadership when assessed with the MLQ, is highly influenced by 

the interpersonal affect respondents’ feel towards their leader. Bass (1985: 27-28) 

concluded that “transformational leadership can he learned, and it can and should 

be the subject of management training and development”. Bass (1985) research 

has shown that leaders at all levels can be trained to be charismatic in both verbal 

and non-verbal performance. 

The principles for a better public service described by Farrell and Goodman (2013) 

requires governments to make better use of data, involve citizens, invest in 

employees, and collaborate with other sectors. These principles are underpinned 

by transformational leadership characteristics to effect the organisational change. 

Wright, Pandey and Moynihan (2012) are of opinion that transformational 

leadership can increase both employee public service motivation and clarification 

of organisational goals. Bouvard et al. (2009) illustrate that the lack of government 

transformation is underpinned by ineffective approach to change management. 

Jaros (2007) examined the validity of the sub scales for organisational 

commitment and proposed an enhanced model. The enhanced model included 

four sub scales with normative commitment expanded into two dimensions. 

The findings by Gumusluoglu and Ilsev (2009) suggest that transformational 

leadership positively effects individual creativity and organisational innovation. 

Bommer et al., (2004: 205) established that management members who have 
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higher cynicism about organisational change are less likely to engage in 

transformational leadership behaviours. 

Nichols et al., (2011), acknowledge the following success factors for government 

IT projects in terms of process, people and governance requirements.  

 From a process perspective, due to the shorting technology lifecycles, IT 

programmes should deliver functionality with months instead of a multiyear 

development cycle.  

 From a people perspective, Managing IT releases every 6 to 12 months 

requires a cadre of strong program managers supported by competent 

project managers.  

 And lastly in terms of governance, the requirement is multidisciplinary 

integrated program teams with clearly defined responsibilities. 

5.6 Conclusions of the empirical study  

All scales yielded an acceptable level on internal consistency and internal 

reliability. All factors were confirmed with few exceptions between normative and 

continuance commitment. There is generally a positive relationship between 

factors. 

 

The correlation co efficient values confirmed an unsubstantial relationship 

between demographics and research factors due a to small effect size. There is a 

statistically significant correlation between age and technology solutions. 

 

The empirical results relating to transformational leadership can be summarised 

as follows: 

 Idealised influence: majority of the respondents felt that their leaders act as 

role models and holds the trust of their subordinates’ 

 Inspirational motivation: majority of the respondents inferred an 

understanding of the SARS vision.   

 Intellectual stimulation: respondents experienced a climate that encourages 

others to be creative in looking at old problems in new ways.  



72 
 

 Individual consideration: majority of respondents experienced an 

environment where leaders show interest in the well‐being of others. 

 

In summary, respondent’s experiences on organisational commitment are as 

follows: 

 Affective commitment: respondents generally have positive emotional ties 

with SARS and positive work experiences. 

 Continuance commitment: respondents are concerned about the perceived 

costs of leaving SARS. 

 Normative commitment – indebted obligation: respondents felt loyal to 

SARS and that SARS deserves their loyalty. This implies that respondents 

understand the need to meet the expectations of SARS and are committed 

to delivering credible technology solutions. 

 Normative commitment -moral imperative dimension: respondents reflected 

an overall positive moral commitment to SARS.  

 

Only continuance commitment leaned towards the negative scale. Overall, there 

are more positive indications of organisational commitment. 

The empirical results relating to technology solutions can be summarised as 

follows: 

 Technology solutions – process dimension: respondents are familiar with 

the processes related to the release of technology solutions 

 Technology solutions – people dimension : some respondents tended to be 

less familiar with the procurement skills required for technology solutions 

 Technology solutions – governance dimension: SARS needs to create 

more awareness on its governance processes and implement processes for 

keeping employees up to date with technology trends. 

In summary, the people and governance dimensions indicated opportunity for 

improvement.  

Finally, analysis of variance (ANOVA) results was produced to analyse the 

differences between the following demographic variables and factors.  
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 Gender - no significant differences across the gender groups.  

 Divisions - There was significant difference between divisions within the 

technology solutions variable. The post hoc test results reflect two sets of 

marginal variances within technology solutions. The first set of variance 

with technology solutions is between programme management division and 

business systems division and the second set is between the EBE division 

and Information technology division. The result for affective commitment 

illustrates a marginal variance between the modernisation and strategy 

design division and the EBE division. 

 Educational qualifications - There is a significant difference between the 

groups on continuance commitment factor. The post hoc test results 

concluded a significant variance between respondents with honours and 

PhD qualifications. 

 Position in the organisation – some of the respondents indicated incorrect 

levels 

In summary, significant variances was confirm between divisions and educational 

qualifications.  

The correlation co efficient values mostly indicated an unsubstantial relationship 

between demographics and factors due a to small effect size. There is a 

statistically significant correlation between age and technology solutions. 

5.7 Practical implications of the study  

The biggest limitation of using a multifactor leadership model is that leadership 

has a more emotional and subjective effect on respondents. One of the 

constraints in measuring transformational leadership is associated with the 

dimension idealised influence. It is seen “in the eyes of the beholder” and has the 

element of subjectivity.  

Factor loadings were applied for the organisational commitment scales. Affective 

commitment and normative commitment show patterns of correlations suggesting 

weaknesses on the reliability of normative commitment scale. 
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The imperatives for successful IT solutions in the public service are limited to three 

sub scales namely, people, process and governance controls. This could be 

expanded to identify other sub scales that are essential for IT projects. 

Finally, the results can be generalised across the organisation. 

5.8 Recommendations: Technology, Innovation, Process, Systems (TIPS)  

Technology provides the means for process improvement and enhancing service 

delivery in the public service. The success factors for technology solutions can be 

modelled and embedded throughout the public service.  

Innovation informs process improvement and technology advancement. Attaining 

commitment at all levels in the organisation is a key enabler for innovation.  

The management of people in the public service involves leadership programmes 

that will develop the transformational leadership characteristics for successful 

technology solutions. Leadership feedback assessments and evaluating the 

completion of IT projects on an on-going basis will identify improvements. 

From a systems perspective, technology solutions are not implemented in 

isolation. Government departments need to appreciate the importance of 

integrating leadership behaviours and motivating factors for organisational 

commitment to enable the successful implementation of technology solutions. 

5.9 Suggestions for future research 

Considering the limitations mentioned above, it is suggested that future research 

into theory of leadership styles be preceded by a 360 degree leadership 

assessment to mitigate subjectivity associated to the factor on idealised influence. 

Further research is proposed to determine how respondents internalise values and 

beliefs. 

Supplementary exploration into success factors for IT projects in the public service 

is required to identify other pertinent sub scales. Further research will provide a 

greater spectrum to identify specific aspects that require attention from leaders 

within the public service. 
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The scope of the research can be extended into other government departments 

and inclusive of all divisions across the organisation. This will present a broader 

perspective amongst the end users of technology solutions. 

5.10 In closing   

Transformational leadership and organisational commitment enable the successful 

implementation of technology solutions. The relationships between these research 

dimensions confirm positive correlations. All research scales yielded an 

acceptable level on internal consistency and internal reliability. All research 

objectives have been satisfied. 

Overall, the empirical results can be summarised as follows: 

 Transformational leadership styles are frequently experienced. 

 There are positive working experiences. 

 There is an emotional connection to the organisation. 

 There is uncertainty about the cost of leaving the organisation and there 

obligation to the organisation. 

 There is support for the vision and mission of the organisation. 

Finally the study contributes to the extent in which transformational leadership and 

organisational commitment enables the successful implementation of technology 

solutions in a government department. The findings and recommendations should 

contribute significantly towards developing leaders in the public service, change 

leadership mind-sets to stimulate organisational commitment and apply the critical 

success factors for technology solution. In conclusion, adopting a systems 

approach integrates the findings in this study to improve service delivery in the 

public service. 
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TRANSFORMATIONAL LEADERSHIP AND ORGANISATIONAL COMMITMENT FOR ENABLING 

TECHNOLOGY SOLUTIONS IN A GOVERNMENT DEPARTMENT  

 

Primary Researcher:  Mr Vernon Naidu 

Study Leaders:  Academic: Dr Cecile Schultz (Faculty of Management 

Sciences, Tshwane University of Technology) 

Field:  Dr Randall Carolissen (Group Executive: SARS) 

Dear Research Participant 

You are invited to complete a research questionnaire that will form part of my 

Masters in Technology and Innovation (MOTI). The study intends determining the 

relationship between Transformational leadership, organisational commitment and 

enablement of technology solutions, to measure levels of organisational 

commitment and to identify factors that contribute to low levels of organisational 

commitment.  

SARS has granted me permission to use the organisation as a case study for this 

project. The targeted population is all middle and senior managers based in 

Pretoria. The study will be of value to the organisation as it will assist in 

understanding the influence of the organisation’s leadership style on 

organisational commitment for the implementation of technology solutions in the 

organisation.   

The research questionnaire comprises three sections namely Sections A, B, C 

and D. Section A comprises demographical information, section B has questions 

relating to transformational  leadership,  section C comprises questions relating to 

organisational commitment while section D comprises of questions relating to the 

implementation of technology solutions.  

Please follow the instructions and answer ALL questions from all the sections. 

There is no right or wrong answer to any of these questions, as answers are 

intended to determine your view point based on your observation and experience. 

Completing the questionnaire will take more or less 20 minutes of your time. Your 

answers will be treated in strict confidence. You need not reveal your identity, and 
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participation is voluntary. The information supplied will be used solely for research 

purposes.  By completing the questionnaire you agree to participate in the study. 

Any queries can be addressed to Vernon Naidu (012) 422 5559 or 079 897 0639. 

Your co-operation and participation in the study will be greatly appreciated. 

Regards, 

Mr Vernon Naidu 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



84 
 

APPENDIX B: Survey questionnaire  
 

SECTION A:     DEMOGRAPHIC INFORMATION 

The information in this section will be used for statistical purposes only. 

Please mark a cross (X) in the applicable box. 

 

1. Indicate your Gender  

 

 

2. What is your Age?                                                          

 

3. What are your total years in the organization?   

 

 4. How many Years are you in your current position? 

 

5. Category which best describes your position 

A Senior Management Grade 8A -9A 

B 
Middle Management, professionally qualified & experience specialists 
Grade 6 – Grade 7 

C 
Skilled Technical and Academic Qualified 
Grade 4A – 5B 

 
6. Your highest educational attainment (mark only the highest attainment) 

 

A Gr. 12 or equivalent 

B Post-school certificate/diploma 

C National diploma/ National Higher diploma 

D Bachelor’s degree 

E Honours degree 

F Master’s degree or equivalent 

G Doctoral degree or equivalent 

H Other (please specify) 

 

 

A Male 

B 
Female 
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7. Indicate your division 

A Programme Management 

B 
Business Systems 

C Information Technology 

D EBE 

E Modernization Strategy & Design 

 

SECTION B:  QUESTIONS RELATING TO TRANSFORMATIONAL 
LEADERSHIP IN THE ORGANISATION 

Section B contains items relating to your observations and experiences regarding transformational 

leadership in SARS. The rater form of the Multifactor Leadership Questionnaire (MLQ) (Bass & 
Avolio, 1995) will be used for this purpose. 

Instruction: Please rate your observations and experiences regarding each statement in this 
section according to the following five point scale: 
 

1 – Not At All 
2 – Once In A While 
3 – Sometimes 
4 – Fairly Often 
5 – Frequently if Not Always 

 
Example: If the frequency of a particular statement is high, your rating should be 5. If no activity at 
all, your rating should be 1 and if it is average, your rating should be 3.  
 
 
Answer question by making a cross (X) in the appropriate box. 

 Statement Answers 

  Not 
At 
All 

Once 
In A 

While 

Sometimes Fairly 
Often 

Frequently if 
Not Always 

1 

My leader makes 
others feel good 
to be around 
him/her. 

1 2 3 4 5 

2 

My leader 
expresses with a 
few simple words 
what we could 
and should do. 

 

1 2 3 4 5 

3 

My leader 
enables others to 
think about old 
problems in new 
ways. 

1 2 3 4 5 

4 

My leader helps 
others develop 
themselves. 

 

1 2 3 4 5 

5 
Others have 
complete faith in 
my leader. 

1 2 3 4 5 
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 Statement Answers 

  Not 
At 
All 

Once 
In A 

While 

Sometimes Fairly 
Often 

Frequently if 
Not Always 

6 

My leader 
provides 
appealing images 
about what we 
can do. 

1 2 3 4 5 

7 

My leader 
provides others 
with new ways of 
looking at 
puzzling things. 

1 2 3 4 5 

8 

My leader lets 
others know how 
he/she thinks they 
are doing. 

1 2 3 4 5 

9 
Others are proud 
to be associated 
with my leader. 

1 2 3 4 5 

10 

My leader helps 
others find 
meaning in their 
work. 

1 2 3 4 5 

11 

My leader gets 
others to rethink 
ideas that they 
had never 
questioned 
before. 

1 2 3 4 5 

12 

My leader gives 
personal attention 
to others who 
seem rejected. 

1 2 3 4 5 

 

 

SECTION: C: QUESTIONS RELATING TO ORGANISATIONAL COMMITMENT 

Section C contains items relating to your commitment to SARS. Meyer and Allen’s three-
component model of Organisational commitment as revised by Jaros (2007) will be used for this 
purpose. 

Instruction: Please rate your feelings and perceptions regarding each statement in this section 
according to the following five point scale: 

1 – Strongly Agree 
2 – Disagree 
3 – Undecided 
4 – Agree 
5 – Strongly Agree 
 

Example: If you strongly agree with a particular statement your rating should be 5. If you strongly 
disagree your rating should be 1 and if you neither agree nor disagree your rating should be 3.  
Answer question by making a cross (X) in the appropriate box. 
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 Statement Answers 

  Strongly 
Disagree 

Disagree Undecided Agree Strongly 
Agree 

1 
I am very happy being 
a member of this 
organisation. 

1 2 3 4 5 

2 
I enjoy discussing my 
organisation with 
people outside it. 

1 2 3 4 5 

3 

I really feel as if this 
organisation’s 
problems are my own. 

 

1 2 3 4 5 

4 

I think that I could 
easily become as 
attached to another 
organisation as I am to 
this one. 

1 2 3 4 5 

5 

I feel like ‘part of the 
family’ at my 
organisation. 

 

1 2 3 4 5 

6 

I feel ‘emotionally 
attached’ to this 
organisation. 

1 2 3 4 5 

7 

This organisation has 
a great deal of 
personal meaning for 
me. 

 

1 2 3 4 5 

8 
I feel a ‘strong’ sense 
of belonging to my 
organisation. 

1 2 3 4 5 

9 

I do not worry about 
the loss of investments 
I have made in this 
organisation. 

1 2 3 4 5 

10 

If I wasn’t a member of 
this organisation, I 
would be sad because 
my life would be 
disrupted. 

1 2 3 4 5 

11 

I am loyal to this 
organisation because I 
have invested a lot in 
it, emotionally, socially, 
and economically. 

1 2 3 4 5 

12 

I often feel anxious 
about what I have to 
lose with this 
organisation. 

1 2 3 4 5 

13 

Sometimes I worry 
about what might 
happen if something 
was to happen to this 
organisation and I was 
no longer a member. 

1 2 3 4 5 

14 

I am dedicated to this 
organisation because I 
fear what I have to 
lose in it. 

1 2 3 4 5 

15 
I feel that I owe this 
organisation quite a bit 
because of what it has 

1 2 3 4 5 
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 Statement Answers 

  Strongly 
Disagree 

Disagree Undecided Agree Strongly 
Agree 

done for me. 

16 

My organisation 
deserves my loyalty 
because of its 
treatment towards me. 

1 2 3 4 5 

17 

I feel I would be letting 
my co-workers down if 
I wasn’t a member of 
this organisation. 

1 2 3 4 5 

18 

I am loyal to this 
organisation because 
my values are largely 
its values. 

1 2 3 4 5 

19 

This organisation has 
a mission that I believe 
in and am committed 
to. 

1 2 3 4 5 

20 

I feel it is ‘morally 
correct’ to dedicate 
myself to this 
organisation. 

 

1 2 3 4 5 

 

SECTION: D: QUESTIONS RELATING TO IMPLMENTATION OF TECHNOLOGY 

Section D contains items relating to your observations when implementing technology solutions in 

SARS. Mckinsey and company: Nichols, Sharma & Spires success factors for IT projects will 
be applied for this purpose. 

Instruction: Please rate your feelings and perceptions regarding each statement in this section 
according to the following five point scale: 

1 – Strongly Agree 
2 – Disagree 
3 – Undecided 
4 – Agree 
5 – Strongly Agree 
 

Example: If you strongly agree with a particular statement your rating should be 5. If you strongly 
disagree your rating should be 1 and if you neither agree nor disagree your rating should be 3.  
 
Answer question by making a cross (X) in the appropriate box. 

 

 Statement Answers 
  Strongly 

Disagree 
Disagree Undecided Agree Strongly 

Agree 

1 

Technology  
programs in SARS 
delivers 
functionality with 
months and not a 
“big bang” 
approach 

1 2 3 4 5 

2 

The organisation 
has strong 
programme 
managers with 

1 2 3 4 5 
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 Statement Answers 
  Strongly 

Disagree 
Disagree Undecided Agree Strongly 

Agree 
competent project 
managers 

3 

The organisation 
invests in hiring 
training of IT 
procurement 
specialists 

1 2 3 4 5 

4 

Multidisciplinary 
teams are formed 
before the start of 
any technology 
programme 

1 2 3 4 5 

5 

There are 
mechanism’s for 
disseminating 
technology 
knowledge trends 

1 2 3 4 5 

6 

Governance 
committees are 
effective in 
promoting a 
partnership model 
with stakeholders 

1 2 3 4 5 

 

THANK YOU FOR YOUR PARTICIPATION 

 

BASS, B.M. & AVOLIO, B.J. 1995. MLQ Multifactor Leadership Questionnaire for 
research: permission set. Redwood City, CA: Mindgarden.  
 
JAROS, S. 2007. Meyer and Allen Model of Orgnisational Commitment: Measurement 
Issues.  The Icfai Journal of Orgnisational Behaviour, 6(4):7-26. 

 
mckinsey & company. 2011. Seven imperatives for success in IT mega projects. 

[ONLINE] Available at: http://www.mckinsey.com/. [Accessed 03 November 14]. 
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APPENDIX C: Frequency Analysis 

C1-3 Idealised influence 

C1 Idealised influence 

B1 My leader makes others feel good to be around him/her. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Not at all 10 4.1 4.1 4.1 

Once in a while 17 7.0 7.1 11.2 

Sometimes 51 21.0 21.2 32.4 

Fairly often 89 36.6 36.9 69.3 

Frequently if not 
always 

74 30.5 30.7 100.0 

Total 241 99.2 100.0  

Missing System 2 .8   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.83 1.072 

C2 Idealised influence 

B5 Others have complete faith in my leader. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Not at all 17 7.0 7.1 7.1 

Once in a while 16 6.6 6.6 13.7 

Sometimes 58 23.9 24.1 37.8 

Fairly often 86 35.4 35.7 73.4 

Frequently if 
not always 

64 26.3 26.6 100.0 

Total 241 99.2 100.0   

Missing System 2 .8   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.68 1.145 
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C3 Idealised influence 

B9 Others are proud to be associated with my leader. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Not at all 10 4.1 4.2 4.2 

Once in a while 24 9.9 10.0 14.2 

Sometimes 59 24.3 24.7 38.9 

Fairly often 76 31.3 31.8 70.7 

Frequently if 
not always 

70 28.8 29.3 100.0 

Total 239 98.4 100.0  

Missing System 4 1.6   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.72 1.116 

 

C4-6 Inspirational motivation 

C4 Inspirational motivation 

 

 

 

 

 

 

 

 

 

 

B2 My leader expresses with a few simple words what we could and should do. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Not at all 4 1.6 1.7 1.7 

Once in a while 25 10.3 10.5 12.2 

Sometimes 47 19.3 19.7 31.9 

Fairly often 97 39.9 40.8 72.7 

Frequently if not 
always 

65 26.7 27.3 100.0 

Total 238 97.9 100.0  

Missing System 5 2.1   

Total 243 100.0   

 
Minimum Maximum Mean 

Std. 
Deviation 

 1 5 3.82 1.006 
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C5 Inspirational motivation 

C6 Inspirational motivation 

 

 

 

 

 

 

 

B6 My leader provides appealing images about what we can do. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Not at all 9 3.7 3.8 3.8 

Once in a while 26 10.7 10.8 14.6 

Sometimes 58 23.9 24.2 38.8 

Fairly often 88 36.2 36.7 75.4 

Frequently if not 
always 

59 24.3 24.6 100.0 

Total 240 98.8 100.0  

Missing System 3 1.2   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.68 1.076 

B10 My leader helps others find meaning in their work. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Not at all 8 3.3 3.3 3.3 

Once in a while 28 11.5 11.6 14.9 

Sometimes 59 24.3 24.5 39.4 

Fairly often 84 34.6 34.9 74.3 

Frequently if not 
always 

62 25.5 25.7 100.0 

Total 241 99.2 100.0  

Missing System 2 .8   

Total 243 100.0   

 
Minimum Maximum Mean 

Std. 
Deviation 

 1 5 3.68 1.081 
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C7-9 Intellectual stimulation 

C7 Intellectual stimulation 

B3 My leader enables others to think about old problems in new ways. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Not at all 9 3.7 3.7 3.7 

Once in a while 20 8.2 8.3 12.0 

Sometimes 59 24.3 24.4 36.4 

Fairly often 92 37.9 38.0 74.4 

Frequently if not 
always 

62 25.5 25.6 100.0 

Total 242 99.6 100.0  

Missing System 1 .4   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.74 1.049 

C8 Intellectual stimulation 

B7 My leader provides others with new ways of looking at puzzling things. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Not at all 8 3.3 3.3 3.3 

Once in a while 27 11.1 11.3 14.6 

Sometimes 63 25.9 26.4 41.0 

Fairly often 78 32.1 32.6 73.6 

Frequently if not 
always 

63 25.9 26.4 100.0 

Total 239 98.4 100.0  

Missing System 4 1.6   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.67 1.086 
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C9 Intellectual stimulation 

B11 My leader gets others to rethink ideas that they had never questioned before. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Not at all 8 3.3 3.3 3.3 

Once in a while 24 9.9 10.0 13.3 

Sometimes 71 29.2 29.6 42.9 

Fairly often 74 30.5 30.8 73.8 

Frequently if not 
always 

63 25.9 26.3 100.0 

Total 240 98.8 100.0  

Missing System 3 1.2   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.67 1.073 

 

C10-12 Individual considerations 

C10 Individual considerations 

B4 My leader helps others develop themselves. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Not at all 13 5.3 5.4 5.4 

Once in a while 29 11.9 12.1 17.6 

Sometimes 42 17.3 17.6 35.1 

Fairly often 89 36.6 37.2 72.4 

Frequently if not 
always 

66 27.2 27.6 100.0 

Total 239 98.4 100.0  

Missing System 4 1.6   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.69 1.157 
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C11 Individual consideration 

B8 My leader lets others know how he/she thinks they are doing. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Not at all 6 2.5 2.5 2.5 

Once in a while 20 8.2 8.3 10.8 

Sometimes 60 24.7 24.9 35.7 

Fairly often 84 34.6 34.9 70.5 

Frequently if not 
always 

71 29.2 29.5 100.0 

Total 241 99.2 100.0  

Missing System 2 .8   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.8 1.032 

 

C12 Individual consideration 

B12 My leader gives personal attention to others who seem rejected. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Not at all 19 7.8 7.9 7.9 

Once in a 
while 

32 13.2 13.3 21.3 

Sometimes 62 25.5 25.8 47.1 

Fairly often 74 30.5 30.8 77.9 

Frequently 
if not 
always 

53 21.8 22.1 100.0 

Total 240 98.8 100.0  

Missing System 3 1.2   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.46 1.199 
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C 13-20 Affective commitment 

C13 Affective commitment 

C1 I am very happy being a member of this organisation. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 2 .8 .8 .8 

Disagree 7 2.9 2.9 3.7 

Undecided 36 14.8 14.9 18.7 

Agree 122 50.2 50.6 69.3 

Strongly agree 74 30.5 30.7 100.0 

Total 241 99.2 100.0  

Missing System 2 .8   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 4.07 0.803 

C14 Affective commitment 

C2 I enjoy discussing my organisation with people outside it. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 12 4.9 5.0 5.0 

Disagree 38 15.6 16.0 21.0 

Undecided 66 27.2 27.7 48.7 

Agree 89 36.6 37.4 86.1 

Strongly agree 33 13.6 13.9 100.0 

Total 238 97.9 100.0  

Missing System 5 2.1   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.39 1.069 
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C15 Affective commitment 

C3 I really feel as if this organisation's problems are my own. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 8 3.3 3.4 3.4 

Disagree 27 11.1 11.3 14.7 

Undecided 64 26.3 26.9 41.6 

Agree 105 43.2 44.1 85.7 

Strongly agree 34 14.0 14.3 100.0 

Total 238 97.9 100.0  

Missing System 5 2.1   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.55 0.983 

C16 Affective commitment 

C4 I think that I could easily become as attached to another organisation as I am to this one. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 12 4.9 5.0 5.0 

Disagree 43 17.7 18.1 23.1 

Undecided 78 32.1 32.8 55.9 

Agree 86 35.4 36.1 92.0 

Strongly agree 19 7.8 8.0 100.0 

Total 238 97.9 100.0  

Missing System 5 2.1   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 2.76 1.005 
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C17 Affective commitment 

C5 I feel like 'part of the family' at my organisation. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 5 2.1 2.1 2.1 

Disagree 33 13.6 13.8 15.9 

Undecided 62 25.5 25.9 41.8 

Agree 108 44.4 45.2 87.0 

Strongly agree 31 12.8 13.0 100.0 

Total 239 98.4 100.0  

Missing System 4 1.6   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.53 0.956 

C18 Affective commitment 

C6 I feel 'emotionally attached' to this organisation. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 8 3.3 3.3 3.3 

Disagree 46 18.9 19.1 22.4 

Undecided 70 28.8 29.0 51.5 

Agree 92 37.9 38.2 89.6 

Strongly agree 25 10.3 10.4 100.0 

Total 241 99.2 100.0  

Missing System 2 .8   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.33 1.007 
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C19 Affective commitment 

C7 This organisation has a great deal of personal meaning for me. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 4 1.6 1.7 1.7 

Disagree 30 12.3 12.6 14.2 

Undecided 55 22.6 23.0 37.2 

Agree 115 47.3 48.1 85.4 

Strongly agree 35 14.4 14.6 100.0 

Total 239 98.4 100.0  

Missing System 4 1.6   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.62 0.941 

C20 Affective commitment 

C8 I feel a 'strong' sense of belonging to my organisation. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 10 4.1 4.1 4.1 

Disagree 22 9.1 9.1 13.3 

Undecided 68 28.0 28.2 41.5 

Agree 106 43.6 44.0 85.5 

Strongly agree 35 14.4 14.5 100.0 

Total 241 99.2 100.0  

Missing System 2 .8   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.56 0.986 
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C21-26 Continuance commitment 

C21 Continuance commitment 

C9 I do not worry about the loss of investments I have made in this organisation. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 20 8.2 8.4 8.4 

Disagree 65 26.7 27.2 35.6 

Undecided 73 30.0 30.5 66.1 

Agree 64 26.3 26.8 92.9 

Strongly agree 17 7.0 7.1 100.0 

Total 239 98.4 100.0  

Missing System 4 1.6   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 2.97 1.078 

C22 Continuance commitment 

C10 If I wasn't a member of this organisation, I would be sad because my life would be disrupted. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 38 15.6 15.8 15.8 

Disagree 83 34.2 34.6 50.4 

Undecided 84 34.6 35.0 85.4 

Agree 28 11.5 11.7 97.1 

Strongly agree 7 2.9 2.9 100.0 

Total 240 98.8 100.0  

Missing System 3 1.2   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 2.51 0.989 
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C23 Continuance commitment 

C11 I am loyal to this organisation because I have invested a lot in it, emotionally, socially, and 
economically. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 4 1.6 1.7 1.7 

Disagree 21 8.6 8.7 10.4 

Undecided 54 22.2 22.4 32.8 

Agree 115 47.3 47.7 80.5 

Strongly agree 47 19.3 19.5 100.0 

Total 241 99.2 100.0  

Missing System 2 .8   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.75 0.925 

C24 Continuance commitment 

C12 I often feel anxious about what I have to lose with this organisation. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 13 5.3 5.4 5.4 

Disagree 58 23.9 24.1 29.5 

Undecided 101 41.6 41.9 71.4 

Agree 55 22.6 22.8 94.2 

Strongly agree 14 5.8 5.8 100.0 

Total 241 99.2 100.0  

Missing System 2 .8   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3 0.96 

 

 

 

 

 

 



102 
 

C25 Continuance commitment 

C13 Sometimes I worry about what might happen if something was to happen to this organisation 
and I was no longer a member. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 14 5.8 5.8 5.8 

Disagree 58 23.9 24.1 29.9 

Undecided 66 27.2 27.4 57.3 

Agree 81 33.3 33.6 90.9 

Strongly agree 22 9.1 9.1 100.0 

Total 241 99.2 100.0  

Missing System 2 .8   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.16 1.074 

C26 Continuance commitment 

C14 I am dedicated to this organisation because I fear what I have to lose in it. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 23 9.5 9.6 9.6 

Disagree 67 27.6 27.9 37.5 

Undecided 77 31.7 32.1 69.6 

Agree 55 22.6 22.9 92.5 

Strongly agree 18 7.4 7.5 100.0 

Total 240 98.8 100.0  

Missing System 3 1.2   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 2.91 1.09 
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C27-29 Normative commitment – indebted obligation dimension 

C27 Normative commitment – indebted obligation dimension 

C15 I feel that I owe this organisation quite a bit because of what it has done for me. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly 
disagree 

18 7.4 7.5 7.5 

Disagree 51 21.0 21.3 28.8 

Undecided 96 39.5 40.0 68.8 

Agree 60 24.7 25.0 93.8 

Strongly agree 15 6.2 6.3 100.0 

Total 240 98.8 100.0  

Missing System 3 1.2   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.01 1.008 

C28 Normative commitment – indebted obligation dimension 

C16 My organisation deserves my loyalty because of its treatment towards me. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 13 5.3 5.4 5.4 

Disagree 45 18.5 18.7 24.1 

Undecided 66 27.2 27.4 51.5 

Agree 97 39.9 40.2 91.7 

Strongly agree 20 8.2 8.3 100.0 

Total 241 99.2 100.0  

Missing System 2 .8   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.27 1.033 
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C29 Normative commitment – indebted obligation dimension 

C17 I feel I would be letting my co-workers down if I wasn't a member of this organisation. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 15 6.2 6.2 6.2 

Disagree 56 23.0 23.2 29.5 

Undecided 75 30.9 31.1 60.6 

Agree 74 30.5 30.7 91.3 

Strongly agree 21 8.6 8.7 100.0 

Total 241 99.2 100.0  

Missing System 2 .8   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.12 1.061 

 

C30-32 Normative commitment - moral imperative 

C30 Normative commitment - moral imperative 

C18 I am loyal to this organisation because my values are largely its values. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 5 2.1 2.1 2.1 

Disagree 21 8.6 8.8 10.8 

Undecided 61 25.1 25.4 36.3 

Agree 114 46.9 47.5 83.8 

Strongly agree 39 16.0 16.3 100.0 

Total 240 98.8 100.0  

Missing System 3 1.2   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.67 0.922 
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C31 Normative commitment - moral imperative 

C19 This organisation has a mission that I believe in and am committed to. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 2 .8 .8 .8 

Disagree 7 2.9 2.9 3.7 

Undecided 35 14.4 14.5 18.3 

Agree 138 56.8 57.3 75.5 

Strongly agree 59 24.3 24.5 100.0 

Total 241 99.2 100.0  

Missing System 2 .8   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 4.02 0.764 

C32 Normative commitment - moral imperative 

C20 I feel it is 'morally correct' to dedicate myself to this organisation. 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 3 1.2 1.2 1.2 

Disagree 21 8.6 8.7 10.0 

Undecided 53 21.8 22.0 32.0 

Agree 114 46.9 47.3 79.3 

Strongly agree 50 20.6 20.7 100.0 

Total 241 99.2 100.0  

Missing System 2 .8   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.78 0.917 
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C33-34 Technology solutions – process dimension 

C33 Technology solutions – process dimension 

D1 Technology  programs in SARS delivers functionality with months and not a “big bang” approach 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 9 3.7 3.8 3.8 

Disagree 47 19.3 19.6 23.3 

Undecided 47 19.3 19.6 42.9 

Agree 110 45.3 45.8 88.8 

Strongly agree 27 11.1 11.3 100.0 

Total 240 98.8 100.0  

Missing System 3 1.2   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.41 1.043 

C34 Technology solutions – process dimension 

D2 The organisation has strong programme managers with competent project managers 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 16 6.6 6.7 6.7 

Disagree 42 17.3 17.5 24.2 

Undecided 67 27.6 27.9 52.1 

Agree 90 37.0 37.5 89.6 

Strongly agree 25 10.3 10.4 100.0 

Total 240 98.8 100.0  

Missing System 3 1.2   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.28 1.078 
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C35-36 Technology solutions – people dimension 

C35 Technology solutions – people dimension 

D3 The organisation invests in hiring training of IT procurement specialists 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 12 4.9 5.0 5.0 

Disagree 50 20.6 20.9 25.9 

Undecided 101 41.6 42.3 68.2 

Agree 62 25.5 25.9 94.1 

Strongly agree 14 5.8 5.9 100.0 

Total 239 98.4 100.0  

Missing System 4 1.6   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.07 0.95 

 

C36 Technology solutions – people dimension 

D4 Multidisciplinary teams are formed before the start of any technology programme 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 11 4.5 4.6 4.6 

Disagree 39 16.0 16.3 20.8 

Undecided 69 28.4 28.8 49.6 

Agree 104 42.8 43.3 92.9 

Strongly agree 17 7.0 7.1 100.0 

Total 240 98.8 100.0  

Missing System 3 1.2   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.32 0.982 
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C37-38 Technology solutions – governance dimension 

C37 Technology Solutions – governance dimension 

D3 The organisation invests in hiring training of IT procurement specialists 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 12 4.9 5.0 5.0 

Disagree 50 20.6 20.9 25.9 

Undecided 101 41.6 42.3 68.2 

Agree 62 25.5 25.9 94.1 

Strongly agree 14 5.8 5.9 100.0 

Total 239 98.4 100.0  

Missing System 4 1.6   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.07 0.95 

C38 Technology Solutions – governance dimension 

D4 Multidisciplinary teams are formed before the start of any technology programme 

  Frequency Percentage Valid 
Percentage 

Cumulative 
Percentage 

Valid Strongly disagree 11 4.5 4.6 4.6 

Disagree 39 16.0 16.3 20.8 

Undecided 69 28.4 28.8 49.6 

Agree 104 42.8 43.3 92.9 

Strongly agree 17 7.0 7.1 100.0 

Total 240 98.8 100.0  

Missing System 3 1.2   

Total 243 100.0   

 Minimum Maximum Mean Std. Deviation 

 1 5 3.32 0.982 
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APPENDIX D: Factor Analysis 

Organisational Commitment  

Original scale 

Pattern Matrix 
New factor 

name 
Alpha 

  

Factor Loading 

1 2 3 4 

Affective C6 I feel 'emotionally attached' to this organisation. .812       

A
ffective co

m
m

itm
en

t 

0,841 

Affective 

C7 This organisation has a great deal of personal meaning for me. 
.715       

Affective 

C8 I feel a 'strong' sense of belonging to my organisation. 
.700       

Affective 

C3 I really feel as if this organisation's problems are my own. 
.558       

Affective C5 I feel like 'part of the family' at my organisation. .517       

Affective 

C2 I enjoy discussing my organisation with people outside it. 
.434       

Affective C1 I am very happy being a member of this organisation. .339       

Affective 

C4 I think that I could easily become as attached to another 
organisation as I am to this one. .337       

Continuance 

C9 I do not worry about the loss of investments I have made in this 
organisation.         

  

  

Continuance 

C12 I often feel anxious about what I have to lose with this 
organisation.   .777     

C
o

n
tin

u
an

ce 
co

m
m

itm
en

t 

0,809 Continuance 

C14 I am dedicated to this organisation because I fear what I have 
to lose in it. 

  .774     

Continuance 

C13 Sometimes I worry about what might happen if something was 
to happen to this organisation and I was no longer a member.   .738     
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Original scale 

Pattern Matrix 
New factor 

name 
Alpha 

  

Factor Loading 

1 2 3 4 

Continuance 

C10 If I wasn't a member of this organisation, I would be sad 
because my life would be disrupted.   .505     

Normative (IO) 

C17 I feel I would be letting my co-workers down if I wasn't a 
member of this organisation.   .480     

Continuance 

C11 I am loyal to this organisation because I have invested a lot in 
it, emotionally, socially, and economically.   .369     

Normative (IO) 

C15 I feel that I owe this organisation quite a bit because of what it 
has done for me.   .353 -.585   

N
o

rm
ative 

(IO
) 

0,703 

Normative (IO) 

C16 My organisation deserves my loyalty because of its treatment 
towards me.     -.532   

Normative(MI) 

C19 This organisation has a mission that I believe in and am 
committed to.       -.867 

N
o

rm
ative 

(M
I) 

0,797 
Normative(MI) 

C20 I feel it is 'morally correct' to dedicate myself to this 
organisation.       -.678 

Normative(MI) 

C18 I am loyal to this organisation because my values are largely its 
values.       -.534 
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Transformational Leadership 

Factor Matrixa 

 

Factor 

1 

My leader makes others feel good to be around him/her. .786 

My leader expresses with a few simple words what we could and should do. .763 

My leader enables others to think about old problems in new ways. .808 

 My leader helps others develop themselves. .839 

Others have complete faith in my leader. .755 

My leader provides appealing images about what we can do. .886 

My leader provides others with new ways of looking at puzzling things. .857 

My leader lets others know how he/she thinks they are doing. .724 

Others are proud to be associated with my leader. .794 

My leader helps others find meaning in their work. .840 

My leader gets others to rethink ideas that they had never questioned before. .825 

My leader gives personal attention to others who seem rejected. .740 
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Technology Solutions 

Factor Matrixa 

 

Factor 

1 

Technology  programs in SARS delivers functionality with months and not a “big bang” approach .454 

The organisation has strong programme managers with competent project managers .720 

The organisation invests in hiring training of IT procurement specialists .703 

Multidisciplinary teams are formed before the start of any technology programme .662 

There are mechanism’s for disseminating technology knowledge trends .782 

Governance committees are effective in promoting a partnership model with stakeholders .688 
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APPENDIX E: ANOVA’s 

Gender  

Standard deviation 

 GENDER 

Gender 

Transformational 

leadership 

Technology 

implementation 

Affective 

commitment 

Continuance 

commitment 

Normative 

commitment: 

Indebted 

Obligation 

Dimension 

Normative commitment: Moral Imperative 

Dimension 

Male Mean 3.7442 3.2648 3.5147 3.1526 3.1905 3.8757 

N 127 126 126 126 126 126 

Std. 

Deviation 

.96444 .78768 .71799 .77561 1.02344 .77601 

Female Mean 3.6564 3.1568 3.4327 3.0030 3.0938 3.7887 

N 112 112 112 112 112 112 

Std. 

Deviation 

.81082 .64039 .62526 .66628 .73070 .66516 

Total Mean 3.7031 3.2140 3.4761 3.0822 3.1450 3.8347 

N 239 238 238 238 238 238 

Std. 

Deviation 

.89497 .72265 .67578 .72857 .89713 .72576 
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ANOVA Gender 

ANOVA GENDER 

 Sum of Squares df Mean Square F Sig. 

Transformational leadership * 

Gender 

Between Groups (Combined) .459 1 .459 .572 .450 

Within Groups 190.173 237 .802   

Total 190.632 238    

Technology implementation * 

Gender 

Between Groups (Combined) .691 1 .691 1.325 .251 

Within Groups 123.075 236 .522   

Total 123.767 237    

Affective commitment * Gender Between Groups (Combined) .399 1 .399 .873 .351 

Within Groups 107.834 236 .457   

Total 108.233 237    

Continuance commitment * 

Gender 

Between Groups (Combined) 1.328 1 1.328 2.518 .114 

Within Groups 124.473 236 .527   

Total 125.801 237    

Normative commitment: 

Indebted Obligation Dimension * 

Gender 

Between Groups (Combined) .555 1 .555 .688 .408 

Within Groups 190.194 236 .806   

Total 190.749 237    

Normative commitment: Moral 

Imperative Dimension * Gender 

Between Groups (Combined) .448 1 .448 .851 .357 

Within Groups 124.384 236 .527   

Total 124.833 237    
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Divisions 

Standard Deviation 

Division 

Transformational 

leadership 

Technology 

implementation 

Affective 

commitment 

Continuance 

commitment 

Normative 

commitment: 

Indebted Obligation 

Dimension 

Normative 

commitment: Moral 

Imperative Dimension 

Programme management Mean 3.9561 3.4540 3.5647 2.9885 2.9828 3.8046 

N 29 29 29 29 29 29 

Std. Deviation .71801 .68123 .54345 .59417 .77324 .60761 

Business systems Mean 3.8942 3.4635 3.7813 3.2813 3.4844 4.0521 

N 32 32 32 32 32 32 

Std. Deviation .83615 .62179 .63500 .69100 .75652 .61702 

Information technology Mean 3.5914 3.1057 3.3527 3.1326 3.0914 3.7133 

N 93 93 93 93 93 93 

Std. Deviation .91388 .71845 .71586 .75803 .99167 .82326 

EBE  Mean 3.7557 3.1309 3.4715 2.9140 3.0507 3.8841 

N 69 68 69 69 69 69 

Std. Deviation .90521 .74925 .67929 .74079 .88760 .74057 

Modernization strategy 

and design 

Mean 3.3366 3.2729 3.4766 3.2083 3.4375 3.8333 

N 16 16 16 16 16 16 

Std. Deviation .96966 .73426 .52484 .72903 .68007 .47140 

Total Mean 3.7066 3.2147 3.4784 3.0770 3.1423 3.8271 

N 239 238 239 239 239 239 

Std. Deviation .89182 .72171 .67378 .72991 .89856 .73389 
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ANOVA Divisions 

ANOVA DIVISIONS 

 Sum of Squares Df Mean Square F Sig. 

Transformational leadership * 

Division 

Between Groups (Combined) 6.523 4 1.631 2.088 .083 

Within Groups 182.768 234 .781   

Total 189.290 238    

Technology implementation * 

Division 

Between Groups (Combined) 5.279 4 1.320 2.602 .037 

Within Groups 118.167 233 .507   

Total 123.445 237    

Affective commitment * Division Between Groups (Combined) 4.623 4 1.156 2.615 .036 

Within Groups 103.424 234 .442   

Total 108.047 238    

Continuance commitment * 

Division 

Between Groups (Combined) 3.959 4 .990 1.885 .114 

Within Groups 122.840 234 .525   

Total 126.799 238    

Normative commitment: 

Indebted Obligation Dimension * 

Division 

Between Groups (Combined) 6.697 4 1.674 2.112 .080 

Within Groups 185.467 234 .793   

Total 192.163 238    

Normative commitment: Moral 

Imperative Dimension * Division 

Between Groups (Combined) 3.064 4 .766 1.433 .224 

Within Groups 125.121 234 .535   

Total 128.185 238    
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Post Hoc test: divisions 

Dependent 
Variable 

(I) Division (J) Division 
Mean Difference 

(I-J) 
Std. Error Sig. 

95% Confidence Interval 

Lower 
Bound 

Upper 
Bound 

Te
ch

n
o

lo
gy

 im
pl

em
en

ta
ti

o
n

 

Programme 
management 

Business systems -0.00952 0.18258 1 -0.5765 0.5574 

Information technology 0.34829 0.15146 0.263 -0.122 0.8186 

EBE 0.32314 0.15794 0.384 -0.1673 0.8136 

Modernization strategy and 
design 

0.18111 0.22178 0.955 -0.5075 0.8697 

Business 
systems 

Programme management 0.00952 0.18258 1 -0.5574 0.5765 

Information technology 0.35781 0.14595 0.202 -0.0954 0.811 

EBE 0.33266 0.15267 0.317 -0.1414 0.8067 

Modernization strategy and 
design 

0.19063 0.21805 0.943 -0.4864 0.8677 

Information 
technology 

Programme management -0.34829 0.15146 0.263 -0.8186 0.122 

Business systems -0.35781 0.14595 0.202 -0.811 0.0954 

EBE -0.02515 0.11363 1 -0.378 0.3277 

Modernization strategy and 
design 

-0.16718 0.19274 0.944 -0.7657 0.4313 

EBE 

Programme management -0.32314 0.15794 0.384 -0.8136 0.1673 

Business systems -0.33266 0.15267 0.317 -0.8067 0.1414 

Information technology 0.02515 0.11363 1 -0.3277 0.378 

Modernization strategy and 
design 

-0.14203 0.19788 0.972 -0.7565 0.4724 
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Dependent 
Variable 

(I) Division (J) Division 
Mean Difference 

(I-J) 
Std. Error Sig. 

95% Confidence Interval 

Lower 
Bound 

Upper 
Bound 

Modernization 
strategy and 
design 

Programme management -0.18111 0.22178 0.955 -0.8697 0.5075 

Business systems -0.19063 0.21805 0.943 -0.8677 0.4864 

Information technology 0.16718 0.19274 0.944 -0.4313 0.7657 

EBE 0.14203 0.19788 0.972 -0.4724 0.7565 

A
ff

ec
ti

ve
 c

om
m

it
m

en
t 

Programme 
management 

Business systems -0.21659 0.17045 0.806 -0.7458 0.3126 

Information technology 0.21193 0.1414 0.691 -0.2271 0.651 

EBE 0.09312 0.14713 0.982 -0.3637 0.5499 

Modernization strategy and 
design 

0.08809 0.20704 0.996 -0.5548 0.7309 

Business 
systems 

Programme management 0.21659 0.17045 0.806 -0.3126 0.7458 

Information technology .42852* 0.13625 0.045 0.0055 0.8516 

EBE 0.30972 0.14219 0.318 -0.1318 0.7512 

Modernization strategy and 
design 

0.30469 0.20356 0.692 -0.3274 0.9367 

Information 
technology 

Programme management -0.21193 0.1414 0.691 -0.651 0.2271 

Business systems -.42852* 0.13625 0.045 -0.8516 -0.0055 

EBE -0.11881 0.10563 0.867 -0.4468 0.2092 

Modernization strategy and 
design 

-0.12384 0.17993 0.976 -0.6825 0.4349 

EBE 
Programme management -0.09312 0.14713 0.982 -0.5499 0.3637 

Business systems -0.30972 0.14219 0.318 -0.7512 0.1318 
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Dependent 
Variable 

(I) Division (J) Division 
Mean Difference 

(I-J) 
Std. Error Sig. 

95% Confidence Interval 

Lower 
Bound 

Upper 
Bound 

Information technology 0.11881 0.10563 0.867 -0.2092 0.4468 

Modernization strategy and 
design 

-0.00503 0.18447 1 -0.5778 0.5677 

Modernization 
strategy and 
design 

Programme management -0.08809 0.20704 0.996 -0.7309 0.5548 

Business systems -0.30469 0.20356 0.692 -0.9367 0.3274 

Information technology 0.12384 0.17993 0.976 -0.4349 0.6825 

EBE 0.00503 0.18447 1 -0.5677 0.5778 
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Educational qualifications 

Standard Deviation – Educational qualifications 

Educational qualification 

Transformational 

leadership 

Technology 

implementation 

Affective 

commitment 

Continuance 

commitment 

NC: 

 Indebted Obligation  

NC: 

 Moral Imperative  

Grade 12 or equivalent Mean 3.6364 3.0492 3.5233 3.3543 3.4070 3.8062 

N 44 44 43 43 43 43 

Std. Deviation .87771 .75959 .76047 .72030 .88139 .82048 

Post school certificate / 

diploma 

Mean 3.6041 3.1208 3.5763 3.1833 3.2625 3.8583 

N 40 40 40 40 40 40 

Std. Deviation .95375 .64933 .65122 .63918 .79249 .68724 

National diploma / 

National Higher diploma 

Mean 3.6668 3.2700 3.3629 3.0733 3.0300 3.7600 

N 50 50 50 50 50 50 

Std. Deviation .82915 .72288 .72651 .77310 1.02723 .72856 

Bachelors Mean 3.7935 3.3270 3.5261 2.9815 3.1574 3.8519 

N 54 53 54 54 54 54 

Std. Deviation .92459 .72498 .65969 .76730 .99444 .81307 

Honours Mean 3.6096 3.0731 3.3503 2.8077 3.0000 3.6923 

N 26 26 26 26 26 26 

Std. Deviation .92388 .71099 .57310 .63367 .70711 .55716 

Masters or PhD Mean 3.8667 3.3413 3.5093 2.9667 2.8200 3.9600 

N 25 25 25 25 25 25 

Std. Deviation .84779 .74083 .59086 .64729 .64356 .68934 

Total Mean 3.6940 3.2028 3.4788 3.0815 3.1408 3.8193 

N 239 238 238 238 238 238 

Std. Deviation .88915 .72119 .67523 .72550 .89780 .73525 
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ANOVA- Educational level 

ANOVA Highest educational level 

 Sum of Squares df Mean Square F Sig. 

Transformational leadership * 

Educational qualification 

Between Groups (Combined) 1.972 5 .394 .493 .781 

Within Groups 186.187 233 .799   

Total 188.159 238    

Technology implementation * 

Educational qualification 

Between Groups (Combined) 3.268 5 .654 1.263 .281 

Within Groups 120.000 232 .517   

Total 123.267 237    

Affective commitment * 

Educational qualification 

Between Groups (Combined) 1.711 5 .342 .747 .589 

Within Groups 106.347 232 .458   

Total 108.058 237    

Continuance commitment * 

Educational qualification 

Between Groups (Combined) 6.436 5 1.287 2.524 .030 

Within Groups 118.309 232 .510   

Total 124.745 237    

Normative commitment: 

Indebted Obligation Dimension * 

Educational qualification 

Between Groups (Combined) 7.356 5 1.471 1.858 .103 

Within Groups 183.679 232 .792   

Total 191.035 237    

Normative commitment: Moral 

Imperative Dimension * 

Educational qualification 

Between Groups (Combined) 1.216 5 .243 .444 .817 

Within Groups 126.904 232 .547   

Total 128.120 237    
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Post Hoc Educational qualifications 

 

(I) Educational 
qualification 

(J) Educational 
qualification 

Mean Difference (I-J) Std. Error Sig. 

95% Confidence Interval 
  

Lower Bound Upper Bound 

Grade 12 or 
equivalent 

Post school certificate / 
diploma 

0.17093 0.15687 0.946 -0.3556 0.6974 

National diploma / 
National Higher 
diploma 

0.28093 0.14852 0.612 -0.2176 0.7794 

Bachelors 0.37278 0.14596 0.263 -0.1171 0.8627 

Honours 0.54657 0.17741 0.095 -0.0489 1.142 

Masters or PhD 0.3876 0.1796 0.461 -0.2152 0.9904 

Post school certificate 
/ diploma 

Grade 12 or equivalent -0.17093 0.15687 0.946 -0.6974 0.3556 

National diploma / 
National Higher 
diploma 

0.11 0.15149 0.991 -0.3984 0.6184 

Bachelors 0.20185 0.14897 0.871 -0.2981 0.7018 

Honours 0.37564 0.1799 0.501 -0.2281 0.9794 

Masters or PhD 0.21667 0.18206 0.922 -0.3944 0.8277 

National diploma 
/ National Higher 
diploma 

Grade 12 or equivalent -0.28093 0.14852 0.612 -0.7794 0.2176 

Post school certificate / 
diploma 

-0.11 0.15149 0.991 -0.6184 0.3984 

Bachelors 0.09185 0.14015 0.994 -0.3785 0.5622 

Honours 0.26564 0.17266 0.796 -0.3139 0.8452 

Masters or PhD 0.10667 0.17492 0.996 -0.4804 0.6938 

Bachelors 
Grade 12 or equivalent -0.37278 0.14596 0.263 -0.8627 0.1171 

Post school certificate / 
diploma 

-0.20185 0.14897 0.871 -0.7018 0.2981 
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(I) Educational 
qualification 

(J) Educational 
qualification 

Mean Difference (I-J) Std. Error Sig. 

95% Confidence Interval 
  

Lower Bound Upper Bound 

National diploma / 
National Higher 
diploma 

-0.09185 0.14015 0.994 -0.5622 0.3785 

Honours 0.17379 0.17046 0.959 -0.3983 0.7459 

Masters or PhD 0.01481 0.17275 1 -0.565 0.5946 

Honours 

Grade 12 or equivalent -0.54657 0.17741 0.095 -1.142 0.0489 

Post school certificate / 
diploma 

-0.37564 0.1799 0.501 -0.9794 0.2281 

National diploma / 
National Higher 
diploma 

-0.26564 0.17266 0.796 -0.8452 0.3139 

Bachelors -0.17379 0.17046 0.959 -0.7459 0.3983 

Masters or PhD -0.15897 0.20003 0.986 -0.8303 0.5124 

Masters or PhD 

Grade 12 or equivalent -0.3876 0.1796 0.461 -0.9904 0.2152 

Post school certificate / 
diploma 

-0.21667 0.18206 0.922 -0.8277 0.3944 

National diploma / 
National Higher 
diploma 

-0.10667 0.17492 0.996 -0.6938 0.4804 

Bachelors -0.01481 0.17275 1 -0.5946 0.565 

Honours 0.15897 0.20003 0.986 -0.5124 0.8303 
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Position in the organisation 

Standard deviation 

Category 
Transformational 

leadership 
Technology 

implementation 
Affective 

commitment 
Continuance 
commitment 

Normative 
commitment: 

Indebted 
Obligation 
Dimension 

Normative 
commitment: 

Moral Imperative 
Dimension 

Grad 9B-10 

Mean 4.2538 3.553 3.733 3.2803 3.1591 3.9697 

N 22 22 22 22 22 22 

Std. Deviation 0.78194 0.66743 0.66289 0.62231 0.71358 0.67384 

Grade 8A 
- 9A 

Mean 3.6326 3.1299 3.4705 3.0282 3.0575 3.7989 

N 175 174 174 174 174 174 

Std. Deviation 0.89525 0.73389 0.68068 0.763 0.93092 0.75759 

Grade 6-7 

Mean 3.7165 3.3833 3.4188 3.1875 3.45 3.8417 

N 40 40 40 40 40 40 

Std. Deviation 0.86699 0.61348 0.58154 0.62382 0.76628 0.68765 

Total 

Mean 3.7044 3.2123 3.4862 3.0787 3.1335 3.822 

N 237 236 236 236 236 236 

Std. Deviation 0.89528 0.72086 0.66568 0.73177 0.89572 0.73762 
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ANOVA: Position in the organisation 
ANOVA Table 

  
Sum of 
Squares 

do Mean Square F Sig. 

Transformational leadership 
* category 

Between 
Groups 

(Combined) 7.548 2 3.774 4.862 0.009 

Within Groups 181.611 234 0.776 
  

Total 189.159 236 
   

Technology 
implementation * 
category 

Between 
Groups 

(Combined) 4.906 2 2.453 4.876 0.008 

Within Groups 117.208 233 0.503 
  

Total 122.114 235 
   

Affective commitment * 
category 

Between 
Groups 

(Combined) 1.564 2 0.782 1.777 0.172 

Within Groups 102.572 233 0.44 
  

Total 104.136 235 
   

Continuance 
commitment * category 

Between 
Groups 

(Combined) 1.812 2 0.906 1.702 0.185 

Within Groups 124.026 233 0.532 
  

Total 125.838 235 
   

Normative 
commitment: Indebted 
Obligation Dimension * 
Category 

Between 
Groups 

(Combined) 5.027 2 2.514 3.191 0.043 

Within Groups 183.518 233 0.788 
  

Total 188.546 235 
   

Normative 
commitment: Moral 
Imperative Dimension * 
Category 

Between 
Groups 

(Combined) 0.589 2 0.294 0.539 0.584 

Within Groups 127.27 233 0.546 
  

Total 127.859 235 
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APPENDIX F:  
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