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ABSTRACT

This paper investigates the antecedents of authégdidership and organizational commitment in featected
higher education institutions in the Brong Ahafg®e of Ghana. The main aim was to examine howakaad emotional
intelligence link to authentic leadership, and homganizational commitment acts as an outcome dfientic leadership.
The study was descriptive. The study first founmbabhow employees perceived their leaders withénittistitutions. Also,
the study revealed a significant positive relatliipsbetween social intelligence and authentic leskip as well as
emotional intelligence and authentic leadershipndfly, it was discovered that significant positireationship existed
between authentic leader and organizational comenitmThe study recommended that leaders withiritutisihs in
particular and other organizations must focus orintessence like openness, confrontation, trustenticity, proactive,

autonomy, and collaboration to strengthen autheletédership behavior.
KEYWORDS: Authentic Leadership, Social Intelligence, Emotidngelligence, and Organizational Commitment

INTRODUCTION

Over the decade, fewer faculties are interestedxacutive leadership roles such as presidentidl povost
positions (Fraser, 2014). Consequently, higher afilue is experiencing a shortage of leaders duehéo diverse
orientations of faculty and administrators to thieistitutional work (DelFavero, 2003 cited in Frgs2014). For this
reason, Olalere (2015) attested that crisis ofdestdp appears as the most related problem comfgpithe African
continent today. It is therefore not surprisingttBsephen Adjei, a respected voice in leadership2@14 stated that
"leadership is the cause; everything else is thecef To him, leadership is a major reason foramigations to perform

better or fail.

Hence, higher education in particular as well dscA in general needs a leader that has the sabitity to
recognize internal feelings and perspective, ded@ct decipher emotions of others in social situeticand ability to
inspire, influence, and interact with others. Leatiwith emotional intelligence to have a stronfiuance on followers’ or

subordinates mood which in return will influenceeithperformance level in a variety of ways (Kedletal., 2006).
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These include boosting low confidence levels, mgEubordinates cope with stress and frustratimmg,motivating them
to implement the leader's vision. This depicts teatders with social and emotional intelligence t@nrevealed as

authentic and effective leaders that can changbehavior of followers to enhance development imzh

General intelligence continues to exhibit a strazannection to various indices of leadership anadée
effectiveness, and this association has been adxemder a variety of research settings (Za@taab, 2004). Social and
emotional intelligence and authentic leadership tau@ emerging constructs in the field of leadersfiiprbehbagt al.,
2014). Previous research studies indicate thahkand emotional intelligence and authentic leddprisave been found to
have similar positive effects on leaders, orgaiorat and industries (Fred, 2014; Torbeleival., 2014, Berardi, 2015).
Although there is substantial research on socidlemotional intelligence and authentic leaderskiplilerent constructs,
research investigating their relationships is ilagkn the area of leadership within Ghanaian cxnté/hile investigating
how social and emotional intelligence act as ar@dent of authentic leadership, this leadershyile shay also affect

commitment by its transparency and the moral stafie@ authentic leader (Avolio& Gardner, 2005).

Research must improve insight to guide the choicapproaches that African leaders may adopt tdeaseh
sustainable improvements in their behaviors tocafseibordinates attitude to be committed to tharknextraordinarily.
In addition, since the leader-follower relationsligpone of the main elements of authentic leadpréBGiardneret al.,
2005), which is thus a multilevel dyadic constr(i€tasikova and LeBreton, 2012), it is essentiatadiect information
about a manager’s authenticity both from the lemdearwell as from their followers. It is crucial dstinguish between
self-perception of the managers’ characteristicd e perceptions of the leaders’ characteristicstioeir followers
(Cooperet al., 2005). Hence, this study seeks to fill the gapekgloring into employees perceive of leaders' biaas
authentic and how social and emotional intelligeact as an antecedent of authentic leadership apahizational
commitment as an outcome of authentic leadershthanGhanaian context focusing on four tertiaryiinsons in Brong
Ahafo Region.

Based on the background above, the following dhjes, conceptual module as well as the hypothesihe

present study were framed: as the main objectif/gds®study are:
* To identify staff perceptions about authentic leatip.
» To identify the relationship between social inggdince and authentic leadership.
* To identify the relationship between emotional liidence and authentic leadership.

e To evaluate the effect of authentic leadership rgamwizational commitment.

Social Intelligence

Authentic Leadership —-_._H.l_'ftb Organizational

Commitment

H1b

Emotional Intelligence

Figure 1. Conceptual Module
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Towards the previously mentioned objectives, tii®fing hypothesizes were formulated:

H 1a:there is a statistically significant relationshigtween social intelligence and authentic leadprshi

H 1b: there is a statistically significant relationsbigtween emotional intelligence and authentic lestdpr
H1c: there is a statistically significant relationshigtiveen authentic leadership and organizational dtmment.

This framework sets up together different compasiésocial and emotional intelligence) that offecent to the

advancement of authentic leadership in people agahizational commitment as an outcome of authdeidership.
METHODOLOGY

The study was purely descriptive. The sample ofstiuely consisted of four institutions, namely; égllView
University, Catholic University College, Sunyanichaical University and the University of Energy awatural Resource.
Out of the 841 management (faculty) and staff (tgcand staff)from the four institutions, two huedrand ninety-five
(295) provided data for the study.

Purposive and convenience sampling were used. Biugpocsampling was adopted for the selection of

management (faculty), and convenience sampling odetlas employed for the selection of staff (facaltyl staff).

A different set of questionnaire was administered ntanagement (faculty) and staff (faculty and taff
The management questionnaire consisted of the fdctitir Leadership Questionnaire (MLQ) adapted feasuring the
contribution of social and emotional intelligenceatuthentic leadership styles which act as an iedégnt variable in this
study. According to Bass and Avolio (2000), the MLU@s been utilized in several research studies |zl
well-established reliability and validity as a leaship instrument in both industrial and servicettirsgs.
The MLQ includes questions measuring (a) self-amess, (b) social awareness, (c) self-managemente(dtional
management and (e) responsive decision-making. ombmation, these factors constitute emotional lligence.
The MLQ also includes questions measuring (a) skil behave appropriately, (b) accurate interpoetabf social

situations and (c) knowledge of social situatiomich are the characteristics of social intelligenc

Staff questionnaire consisted of the20-item soélerganizational commitment questionnaire (OCQ3dmhon
three main dimensions, including affective, condince and normative commitment (Robbins, Judge, @a#r& Roodt,
2010; Tella, Ayeni&Popoola, 2007; Meyer &Parfyonp2®10; Robbins & Coulter, 2005). All the questiaites were
based on seven Likert scales.

RESULTS

This chapter presents the results and discussiénBndings towards addressing the research objesti
The pearson correlation between demographic, indkpe and dependent variables, mean score analydiRegression

tests were used to analyze the data.
The Correlations between Demographic, Independentral Dependent Variables

Pearson correlation analysis was employed ingtidy to determine the relationship between theadgaphic
variables, independent variable and the dependgiabtes since this is a requirement for performiegression analysis.

Table 1 gives a vivid statistic on the correlatimiween the variables.
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Table 1: Correlation between Variables

Variables | 1 2 3 4 5 6 7 8 9 10
1. GN 1.00

2. AG .006 1.00

3. EDUC 227+ | .194* | 1.00

4. MST .013 -.001 -.153 1.00

5. WEX -.023 .027 -.049| -.010 1.00

6.COE .025 -.010 134 .016 .005 1.00

7.0C -.089 -101 .021 -.005 -.057 -178* 1.00

8. SOI .048 -.013 .004 .058 -.043 -.023 216/ 1.00

9. EMI .084 .044 .082 .022 -.149 .082 .08% B11 1.0p
10. AUL .062 -.081 101 -.054] -.199% -.022 327+ .339*F 362** | 1.00

**_Correlation is significant at the 0.01 k\(2-tailed).
*. Correlation is significant at the 0.05 léy2-tailed).

From Table lall the dependent variables (social and emotioméddted positively with authentic leadership with
social intelligence (SOI) showing higher values= (.366, p<.01), followed by emotional intelligeng&MI)
(r=.339, p<.01). This shows that as respondentstiena (EMI) and social intelligence (SOI) increas¢here is an
increase in authentic leadership. However, nortefiemographic variables, including gender (GN§ @AG), education
(EDUC), marital status (MST), working experienceEW) and category of employees (COE) relate poditivath the

dependent variable.
Staff Perceptions about Authentic Leadership

This objective was to find out the respondentstpptions about authentic leadership. The questioas were
answered based on a seven-point rating scale i@figim strongly disagree (indicated by 1) to stigrapree (indicated
by 7). A mean score analysis was adopted to andhjigepart of the questionnaire. Table 2 summarizspondents’
perception of authentic leadership.

Table 2: Staff Perception about Authentic Leaderstp

Statement Mean Score

Says exactly what he or she means 5.67
Accept mistakes when they are made 5.43
Displays emations exactly in line with feelings 5.76

g Demonstrates beliefs that are consistent with actio 5.48

© Makes difficult decisions based on his or her a@ieies and high standards of ethical conduct. 5.12

;' Solicits opinions that challenge his or her dedyld positions 4.79

S | Listens carefully to different points of views befacoming to conclusions 5.07
Seeks feedback to improve interaction with others. 5.39
Knows when it is time to re-evaluate his or herifpmss on important issues 4.87
Shows he or she understands how specific actidestaifthers. 5.30

SourceField Survey, 2017

It is quite clear from Table 2 that the most proemt perception of staff about authentic leaders¥ipch was
agreed by the majority was leaders’ display ematiexactly in line with feelings which registeregnaan score of 5.76
followed by leaders say exactly what they mean Wlztso registered a mean score of 5.67. The thodt prominent
perception of staff about authentic leadership Wwhi@as agreed on was leaders’ demonstrate beliafsatie consistent

with the action (Mean score=5.48). Staff perceptibrihe statement "My leader accepts mistakes vitheyp are made”
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was followed with a mean score of 5.43 which degicthat they somehow agreed. The statement ‘Mgeleaeeks
feedback to improve interaction with others’ was ftith most prominent perception of staff abouthemntic leadership
which was somehow agreed with a mean score of ®I8@ leaders show they understand how specifimastaffect

others was followed (Mean score=5.30). The sevemtist prominent perception of staff identified e tstudy of

authentic leadership was that leaders make diffidatisions based on their core values and higidatds of ethical
conduct (Mean score of 5.12). The eighth most jment perception of staff about authentic leadgrstés that leaders
listen carefully to different points of views bedocoming to conclusions with a mean score of 9.@aders know when it
is time to re-evaluate their positions on importiasties was the ninth most prominent perceptiostaif about authentic
leadership (Mean score = 4.87). The least percemticstaff about authentic leadership with the mseare of 4.79 was
that leaders solicit views that challenge theirpiedeld positions. The mean score with 4.87 ai@ 4lso felt within the

range of somehow agreed.
Summary of Simple Linear Regression for the Relatioship between Social Intelligence and Authentic Lefership

To analyze the influence and predictive capacftgarial intelligence components on the authergadérship
which was the second objective of the study, theéalske called social intelligence was computed bgraging all the
responses on the social intelligence constructs. Seme was done for authentic leadership. Thenlesingression was

employed. A summary of social intelligence as irefefent and authentic leadership as the dependgmbven in Table 3.

Table 3: Summary of Regression

Model Summary
Model | R Adjusted R-Square | Std. Error of the Estimate | R-Square | Sig.

1 .339 .106 .883 115 .001
Predictors: (Constant), Authentic Leadership

Dependent Variable: Social Intelligence
SourceField Survey, 2017

Table 3 gives a summary of simple linear regressioascertain the relationship between socialligésce and
authentic leadership. The adjusted R-square vaisgaged in the Table 3 shows that 10.6% of thdatian in the
dependent variable (authentic leadership) is empthby the independent variable (social intelliggn@hus, the adjusted
R-square value accounted for .106 which meansatti&b change in social intelligence will result il@6% increase in
authentic leader. This declared a significant valtie€001 meaning the independent variable has @etery of predicting
the dependent variable. This gives the indicatimt as an individual's response level of socilligence increases, his
or her authentic leadership qualities can be ptedito increase and vice versa. The finding of ghely showed a
significant positive relationship between sociateiligence and authentic leadership (adjusted esE1106, Ssig.
value=.001). Therefore, the null hypothesis wistdtes that there is a statistically significatdtienship between social

intelligence and authentic leadership could thesele accepted.

Summary of Simple Linear Regression for the Relatioship between Emotional Intelligence and Authentic

Leadership

Also, to find the relationship between authentid &motional intelligence to ascertain objectivee¢h all the

emotional intelligence sub-constructs were averagefdrm one variable (called emotional intelligeh@and regressed it
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with the average of the authentic leadership sutstrocts (called authentic leadership). Tableusitites further details.

Table 4: Simple Linear Regression for the Relatiortsp between
Emotional Intelligence and Authentic Leadership

Model Summary
Model R Adjusted R-Square Std. Error of the Estimate R-Square Sig.
1 .362 122 734 131 .000
Predictors: Constant), Emotional Intelligence

Dependent Variable:Authentic Leadership
Source Field Survey, 2017

As presented in Table 4, the results show thatrtbeel was significant and accounted for 12.2%hef\tariance
in authentic leadership. Thus, the adjusted R-sgualue displayed in Table 4 shows that 12.2% efuariation in the
dependent variable (authentic leadership) is empthiby the independent variable (emotional intefiice). Thus, the
adjusted R-square value accounted for .122 whichnsi¢hat a 1% change in emotional intelligence me#lult in a 12%
increase in authentic leadership. However, theifsignt value of .000 was significant in the setisat the independent
variable has a tendency of predicting the dependanible. This means that as the response levetnodtional
intelligence increases, authentic leadership dealitan be predicted to increase. Therefore, thiehgpothesis which
states that there is a statistically significaratienship between emotional intelligence and auiibeleadership could
therefore be accepted.

Summary of Simple Linear Regression for the Relatiaship between Authentic Leadership and Organizatioal

Commitment

To evaluate the effect of authentic componentsrganizational commitment, the variable called aaotlt was
computed by averaging all the responses on theeatithleadership constructs. The same was donerf@nizational
commitment statement. Then simple regression wadoymed. A summary of the authenticity as the indejsat variable
and organizational commitment as a dependent isrsio Table 5.

Table 5: Simple Linear Regression for the Relatiortsp between
Authentic Leadership and Organizatinal Commitment

Model Summary
Model R Adjusted R-Square Std. Error of the Estimate R-Square | Sig.
1 327 | .102 .894 107 .000
Predictors(Constant) AUL  Dependent Variable: OC.

Source: Field Survey, 2017

The result of the analysis shows that the modedaated for 10.2% (Adjusted-R2 = .102, sig value8)oéf the
variance in organizational commitment and this gigsificant. The results indicated a significantl gositive relationship
implying that a change in a leader's authenticattaristic behavior by 1% would be translated ib@o2% improvement
in organizational commitment. Higher levels of aarttic leadership exhibition were associated withhbr levels of

organizational commitment.

Also, the significant value (or p-value) is .008igh is below the .005 level; hence, it could badoded that the

overall model is statistically significant. Theregpthe null hypothesis which states that there satistically significant
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relationship between authentic leadership and @gtanal commitment could therefore, be accepted.
DISCUSSIONS

The research was conducted to access some okecliis part discusses the results of the studglation to
the study objectives.

Perception of Staff about Authentic Leadership Sty

Gardneret al. 005) posited that followers' perceptions of tHemder are not solely based on the leader's
observable behavior, but also those values, bebeig goals attributed to the leader by those fadhs. Also, Goffee and
Jones (2005) and Harvey et al. (2006) insist th#tenticity must be attributed to an individual &thers. In this view,
leaders cannot assess themselves as authenticatuinly be described as such by people around. théth this, the

study sought to find out the perceptions of stafhim the various tertiary institutions about auttie leadership style.

The perceptions of employees about how leaderaveelwithin the various tertiary institutions in erdof
magnitude include; leaders display emotions exatliine with feelings, leaders say exactly whagythmean, leaders
demonstrate beliefs that are consistent with acteEaders accept mistakes when they are made,r&adek feedback to
improve interaction with others, leaders show thegerstand how specific actions affect others widlevied, leaders
make difficult decisions based on their core valaesl high standards of ethical conduct, leadetenligarefully to
different points of views before coming to conctuss, leaders know when it is time to re-evaluatgrtpositions on
important issues, and leaders solicit views thatlehge their deeply held positions. These compisnare in agreement
with Walumbwaet al, (2008) and Neider and Schriesheim (2011), whplayed these characters of authentic leadership
in their study.

The study also disagreed with many researchetsagmed that authentic leadership does not ievolkiers'
perception of a manager, but only an individuatBoms in accordance with an individual's true rat(George, 2007;
George et al., 2007; Shamir and Eilam, 2005). Adicay to them, individuals have access to in-depfarimation about
themselves that no one else has. With regard tdntinespected nature of authentic leadership elésnéhwolio and
Gardner, 2005), in particular, the self-awarenesgdsion, it makes sense to evaluate authentietehip through self-

reported ratings, as well. Such an approach alfowa deeper understanding of an individual's maépersonal traits.
Relationship between Social Intelligence and Authdit Leader

The results revealed that social intelligenceificantly and positively predicted authentic leagtép (Adjusted r-
square=.106, sig. value=.001). The first hypothegieh states that there is a statistically sigaifit relationship between
social intelligence and authentic leadership waejpied. The study confirmed that respondents winib#xhigh social

intelligence showed more authentic leadership tjesli

This gives a clear picture that leaders with hégleial intelligence are more able to recognize whiferent
relations behaviors are salient. For example, makwvhen to be more supportive, cooperative, engpuga and helpful.
This finding is to some extent in congruence withntphreyet al, (2008). According to him, a social, intelligdaader
may be capable of expressing authentic leadersiipsapport towards frustrated employees. As authésadership

emphasizes on the fostering of a healthy relatipndietween a leader and employees, as well as ifagusn
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comprehending of those whom they serve, the rosooifal intelligence in authentic leadership issted.

The psychologist Edward Thorndike, the first tglexe the concept of social intelligence in 192@sssocial
intelligence as the ability to think, understandinage and act appropriately in human social religtips. Karl Albrecht
(2009) elaborates five major dimensions of socitlligence as situational radar, presence/ beaauthenticity, clarity,
and empathy. Nonetheless, the consistent aspectoaidl intelligence among all researchers in fieéd include
knowledge of the social situations, accurate imtgtion of the social situation and the skillsbhave appropriately in

that social situation.

From the researcher's perspective, this meansitldatiduals with social intelligence have an oatsting
personality of attracting others to themselves.yTithepend on a lifelong experience and demonstrgenaine interest in
their fellow workmates. Hence, these views are greament with this study since for one to work dffeely as an
authentic leader; there is the need for a bettelerstanding of the environment and how this envirent can be

manipulated to suit the organizational purpose.
Relationship between Emotional Intelligence and Autentic Leadership

Hypothesis 2 which also stated that emotionallligesmce would significantly and positively prediatithentic
leadership was also affirmed in the study. Conststgth previous findings, this study also foundignificant positive
relationship between emotional intelligence anchentic leadership among the study sample (AdjuR2d= 0.122, sig.
value=0.000). It is exciting to note that researsheuch as Avolio, Gardner, Walumbwa, Luthans araly,M2004);
Gardneret al, (2009); Walteet al, (2011), and Vlasceanu, (2012) enumerated tkeethalt emotional intelligent plays in
the authentic leadership process, as well as tligyadf the leader to manage emotions which folm tharacteristics of
self-management in relationship with employees. &leenents they highlighted seem to be similar &fthdings of this
study which revealed that as the respondents' fveinotional intelligence increases, authentiddgsahip qualities could
be predicted to increase. This finding did not camea shock as several researchers have emphtsizedational nature

of emotional intelligence, and it's relevant toheauttic leadership.

Also, Goleman and Boyatzis (2008) depicted foulinmgroups of emotional behaviours which includef-sel
awareness, self-management, social awareness latidnghip management.Emmerling and Boyatzis (2@42hat this
intelligence can best be understood as a competdrtogy further described it as a person’s abildythink ahead,
comprehend and use their emotions leading to greafeevements. By properly managing one’s emotitims study
comes to the conclusion that authentic leaderscbange their subordinates reasoning and behawviasvay that will

lead to organizational improvements.
Effect of Authentic Leadership on Organizational Canmitment

The study further revealed that there is a pasitifationship between authentic leadership andnizgtional
commitment (Adjusted-R2 = 0.102, sig. value=0.000)is implied that an increase in a leader's authemaracteristic
behavior would be translated into an improvemenbiiganizational commitment. Thus, employees who lade by
authentic leaders are more likely to be committedtheir organization. This means that when indiglduwithin
organizations establish that their leader is smasib their grievances, trustworthy and thus v&upportive, they respond

by showing more commitment. Previous researchkesAiinezhad, Abbasian, and Behrangi (2015), Regal., (2015),
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and Walumbwaet al., (2008), which showed that authentic leadershipahdsect and significant effect on organizational

commitment gives evidence to this study.

As authentic leadership can positively affect biehaviors and attitudes of employees, IEsal., (2005) and
Regoet al., (2012) also postulated that it could impact onaligping commitment, organizational citizenship babis
and performance. This causes followers to feel nsoramitted to achieving the goals and objectived Have been set,
given their degree of perceived authenticity (Kgrri2003; Kernis& Goldman, 2005). Followers willtge know,
appreciate, and admire their leader's oneself, syaeeds, and desires, as well as their role—ponsis a leader and thus as

a representative spokesperson for the overall argton (social identification).
CONCLUSIONS

This study has delved into social and emotiontdlligence: the role of authentic leadership onaaigational
commitment. Based on the results of the studyptijective one sought to find out the perceptiostaff about authentic
leadership among them were leaders display emogzastly in line with feelings, leaders say exaatlyat they mean,
leaders demonstrate beliefs that are consisteffit agtion, leaders accept mistakes when they areemladders seek
feedback to improve interaction with others andeath This depicts that a leader's true, authemlficoperates from a
combination of his or her inner personal realmeilation to the external world which can be attrdaliby others (Wong &
Laschinger, 2013; Goffee& Jones, 2005; Hargtsl.,2006).

Objective two also revealed that social intelligersignificantly and positively predicted authengadership
(Adjusted r-square=.106, sig. value=.001). Thisliegpthat as social intelligence increase, so dheatic leadership

increase and vice versa.

Consistent with previous findings, the study alsand a significant positive relationship betweeno#onal
intelligence and authentic leadership among thdyssample (Adjusted-R2 = 0.122, sig. value=0.000)s declared that

as a respondents' level of emotional intelligemcedases, authentic leadership qualities couldéaiqgied to increase.

Lastly, the study further revealed that there iga@sitive relationship between authentic leadershil
organizational commitment (Adjusted-R2 = 0.102, sigjue=0.000). This implied that an increase Ipader's authentic
characteristic behavior would be translated intoirmaprovement in organizational commitment. It couletrefore be
concluded that the findings of the study have a&waaht contribution to higher education institutionghich is an

enhancement of social and emotional intelligendeemhance authentic leadership behavior.
RECOMMENDATIONS
Based on the findings, the following recommendetizvere made:

» The study recommends that leaders should pay mitehtian to how employees perceive their authemtit

build upon what constitutes a genuine leader.

» Leaders within the institutions must focus on qgessence like openness, confrontation, trust, atititgn
proactive, autonomy, and collaboration to strengthethentic leadership behavior. This can be imtatt into

followers ,which can be a copious benefit to theiety and nation as a whole.

» Higher education leaders should accentuate morsetfrawareness, self-management, social awaremabs a
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relationship management. Also, leaders should facusheir ability to think ahead, comprehend and teir

emotions to get things done leading to magnifieaievements.

» Finally, higher educational institutions should desamuch on authentic leadership to sharpeningtiaemd staff

roles in becoming more committed to their task.
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