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Abstract

Accunulating evidence suggests that trandomational leadership ispositively associated with such leadership effective-
ness as job satiffaction, organizational commitment, job performance, and OCB. However fav studies have examined rela-
tions between the camponentsof trandommational leadership and differentwork outcames A 1 the mechanisns and proces
ses by which trandfomational leadership exerts its influence have not been adequately addressed in the literature More
work isal® needed to exanine constructs that may mediate the linkage betwveen trandomational leadership and work out-
comes Asproposed by V andeenberghe (1999) , psychological empowvement may be a powerful mediator of tranformar
tional leadership effects In the present study, we explored the relations anong different components of transformational
leadership and job satidfaction and organizational commiiment in a Chinese context We al® exanined the contribution of
each of the four dimensionsof Thomas and V elthouse’s (1990) multidimensional conceptualization of psychological enpow-
ement in mediating the relation betveen trandfomational leadership and job satisfaction, and organizational commiment

The folloving measures were administered to a sanple of 744 employees fran 14 campanies The Trandomational
L eadership Questionnaire (TLQ) developed by Li and Shi (2005) ; the Psychological Empovement Scale (PES) devel-
oped by Sreitzer (1995) ; the Job Satisfaction Scale developed by Tsui, Egan and OReilly 111 (1992) , and the Affective
Canmimment Scale developed by Allen and Meyer (1996 ). All scaleswere subjected to reliability analysis and factor a-
nalysis before data analysis Internal consistency reliability estimates ranged from 0. 69 to 0. 89, suggesting adequate relia-
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bility. Confimatory factor analysis (CFA) results supported the four-dimension structure (morale modeling, visionary mo-
tivating, charisna and individualized consideration) of the TLQ. CFA results al® confimed the four-dimension (mean-
ing, competence, <elf-detemination and impact) structure of the PES Finally, exploratory factor analysis extracted one
factor fran the job satidfaction itens and a single factor was al© extracted fran the affective commiiment items

Structure equationsmodeling (SBM) was used to explore the relations anong trandomational leadership, psychologi-
cal enpovement, job satisfaction and organizational canmiiment using themodel generation strategy described by Joreskog
& Sorbom (1996). The datawere randamly lit into o parts One part was submitted to an exploratory SEM and the
other part was submitted to a confimatory SEBM. The exploratory SBM began with a fully-mediated model in which the
camponents of psychological enpowvement fully mediated the relations betveen the camponents of trandomational leader-
ship and job satidaction and organizational commitment Some meaningful adjusmentwasmade according to the modificar
tion index (M I) generated by AMOS4. 0 until a statistically acceptable model was derived Thismodel was then submit-
ted to a confimatory SBM which yielded satiactory goodness of fit statistics, includingX * /df, GFI, NFI, IFI, TL1,
and CF1

The reqults showed that different components of trandomational leadership had different impact on job satidfaction
and organizational canmiiment Specifically, morale modeling and visionary motivating were powerful predictorsof job sat-
idaction and organizational commitment, reectively; charisna and individualized consideration were robust predictors of
job satidfaction but not of organizational conmiiment To some extent, psychological enpovement mediated the relation
betveen trandomational leadership and employee work attitude Specifically, meaning mediated the relation between vi-
sionary motivation and job satisfaction aswell as organizational commiiment M eaning al mediated the relation betveen
moral modeling and job satidfaction and organizational commiiment Similarly, competence mediated the relation betveen
visionary motivation and organizational conmitment However, neither slf-determination nor impact mediated the relation
betwveen caomponents of trandomational leadership and job satidaction or organizational commiiment And non-component
of psychological enpovement mediated the relation betveen charisna and individualized consideration and job satisfac-
tion Limitations and future research directions are discussed
Key words trandomational leadership questionnaire, job satiffaction, organizational commimment, cross

validation, TLQ



