l_‘,_‘y ‘3;\‘
; .
@-ey International Journal of Scientific Research in Engineering and Management (IJSREM)

w Volume: 10 Issue: 04 | April - 2026 SJIF Rating: 8.659 ISSN: 2582-3930

ROLE OF LEADERSHIP STYLE IN SHAPING EMPLOYEE
MOTIVATION AND ENGAGEMENT

Raunak Dohre !
Student, Vikrant University, Gwalior, Madhya Pradesh, India'
Astha Ahirwar ?
Student, Vikrant University, Gwalior, Madhya Pradesh, India®
Abhilasha Dubey®
Assistant Professor, Vikrant University, Gwalior, Madhya Pradesh, India’

Abstract

Leadership style plays a critical role in influencing employee attitudes, behaviors, and overall
organizational effectiveness. In contemporary workplaces characterized by rapid change and
increased competition, understanding how different leadership approaches impact employee
motivation and engagement has become essential. This study aims to examine the relationship
between leadership styles particularly transformational, transactional, and laissez-faire and

their effects on employee motivation and engagement levels.

A quantitative research design was adopted, utilizing structured questionnaires to collect data
from employees across diverse industries. Standardized scales were used to measure leadership
styles, intrinsic and extrinsic motivation, and employee engagement. Statistical techniques
such as correlation and regression analysis were applied to assess the strength and direction of

relationships among variables.

The findings indicate that transformational leadership has a significant positive impact on both
employee motivation and engagement, fostering higher levels of commitment and
performance. Transactional leadership shows moderate influence, primarily through reward-
based motivation, while laissez-faire leadership demonstrates a negative or negligible effect on
engagement levels. The results highlight the importance of leadership behavior in shaping

workplace dynamics.

In conclusion, organizations should prioritize transformational leadership practices to enhance
employee motivation and engagement, thereby improving overall productivity and retention.
The study contributes to leadership and organizational behavior literature and provides

practical implications for managerial development and training programs.
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INTRODUCTION
1. Background of the Study

In the contemporary organizational landscape, characterized by rapid technological
advancements and intense global competition, human capital has become a key determinant of
organizational success. Among various managerial factors, leadership style plays a crucial role
in influencing employee attitudes, behaviors, and performance outcomes. Leadership is not
merely about directing tasks but also about inspiring, motivating, and engaging employees to

achieve organizational goals.

Different leadership styles such as transformational, transactional, and laissez-faire have
distinct impacts on employee motivation and engagement. Transformational leadership focuses
on inspiring employees through vision, encouragement, and personal development.
Transactional leadership, on the other hand, emphasizes structured roles, rewards, and
performance monitoring. In contrast, laissez-faire leadership involves minimal intervention,
often resulting in lack of direction. These variations highlight the importance of understanding
how leadership approaches shape employee psychological and behavioral responses within

organizations.

2. Statement of the Problem

Despite the growing recognition of leadership as a critical organizational factor, many
organizations still struggle to identify which leadership style most effectively enhances
employee motivation and engagement. Inconsistent leadership practices and over-reliance on
traditional management approaches often lead to disengaged employees, reduced productivity,

and higher turnover rates.

Furthermore, while previous studies have examined leadership and employee outcomes
separately, there is limited empirical clarity on how different leadership styles simultaneously
influence both motivation and engagement. This lack of integrated understanding creates a gap

in both theory and practice. Therefore, it becomes essential to investigate how leadership styles
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directly impact employee motivation and engagement in order to address organizational

inefficiencies and improve workforce effectiveness.

3. Objectives of the Study
The present study is guided by the following objectives:

1. To examine the impact of transformational leadership on employee motivation and

engagement.
2. To analyze the influence of transactional leadership on employee motivation.
3. To assess the effect of laissez-faire leadership on employee engagement.

4. To identify the most effective leadership style in enhancing employee motivation and

engagement.
4. Significance of the Study

This study holds both theoretical and practical significance. From a theoretical perspective, it
contributes to the existing body of knowledge by integrating leadership styles with employee
motivation and engagement frameworks. It provides a comprehensive understanding of how

leadership behaviors influence employee psychological states and work-related outcomes.

From a practical standpoint, the findings of this study offer valuable insights for organizational
leaders, managers, and human resource professionals. By identifying the most effective
leadership style, organizations can design leadership development programs and adopt
management practices that foster a motivated and engaged workforce. This can lead to

improved employee satisfaction, enhanced performance, and reduced turnover.

Additionally, the study is particularly relevant in the context of evolving workplace dynamics,
where employee expectations, work environments, and organizational structures are
continuously changing. Understanding the role of leadership in such contexts can help

organizations remain competitive and sustainable in the long run.
LITERATURE REVIEW

1. Leadership Styles: Contemporary Perspective
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Recent research highlights that leadership styles continue to evolve with changing
organizational dynamics. According to Hoch et al. (2018), transformational leadership remains
one of the most effective styles in influencing employee outcomes, particularly in knowledge-
based organizations. Similarly, Banks et al. (2019) emphasized that transformational
leadership significantly outperforms transactional leadership in fostering employee

commitment and innovation.

Moreover, Arnold (2017, extended in later empirical validations post-2018) and Eva et al.
(2019) introduced modern perspectives such as ethical and servant leadership, which are
closely aligned with transformational principles and emphasize employee well-being and

empowerment.
2. Leadership Style and Employee Motivation

Recent empirical studies provide strong evidence linking leadership styles with employee
motivation. Ng (2019) found that transformational leadership positively influences intrinsic
motivation by enhancing employees’ sense of purpose and autonomy. This aligns with Self-
Determination Theory (Deci & Ryan), which continues to dominate recent motivation

research.

A study by Cerasoli et al. (2018) demonstrated that intrinsic motivation has a stronger and
more sustainable impact on performance compared to extrinsic motivation, reinforcing the
importance of leadership styles that foster internal drive. Additionally, Fernet et al. (2020)
found that supportive leadership behaviors significantly reduce employee burnout and increase

motivation levels.

In contrast, transactional leadership, while effective in structured environments, has been
shown by Buil et al. (2019) to primarily influence extrinsic motivation through rewards, with
limited long-term impact. Meanwhile, laissez-faire leadership continues to show negative

associations with motivation, as highlighted by Skogstad et al. (2018).
3. Leadership Style and Employee Engagement

Employee engagement has gained significant attention in recent years as a key predictor of
organizational success. Albrecht et al. (2018) emphasized that leadership is one of the
strongest drivers of employee engagement, particularly through supportive and empowering

behaviors.
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Further, Breevaart & Bakker (2018) found that transformational leadership positively impacts
daily employee engagement through increased job resources such as autonomy and feedback.
Similarly, Kim & Park (2020) reported that transformational leadership enhances engagement

by building trust and psychological safety among employees.

On the other hand, transactional leadership shows moderate effects on engagement, mainly
driven by reward-based participation (Buil et al., 2019). In contrast, laissez-faire leadership
has been consistently linked to disengagement, lower job satisfaction, and higher turnover

intentions (Harms et al., 2018).
4. Integrated Relationship: Leadership, Motivation, and Engagement

Recent studies increasingly adopt an integrated approach to examine how leadership styles
influence both motivation and engagement simultaneously. Saks (2019) proposed that
leadership indirectly affects engagement through motivational processes, highlighting

motivation as a mediating variable.

Similarly, Lee et al. (2020) found that transformational leadership enhances employee
engagement through intrinsic motivation and psychological empowerment. Another study by
Gonzalez-Roma et al. (2021) confirmed that motivated employees are more likely to exhibit

higher engagement levels, supporting the mediation framework.

These findings suggest that leadership style does not directly influence engagement alone but
operates through motivational mechanisms, making it essential to study these variables

together in a unified model.
5. Research Gap

Although recent studies (post-2018) have significantly contributed to understanding leadership,
motivation, and engagement, several gaps remain. Most studies focus predominantly on
transformational leadership, with limited comparative analysis of transactional and laissez-

faire styles within a single framework.

Additionally, there is a lack of context-specific research, particularly in emerging economies
and rapidly evolving sectors. Furthermore, while mediation models have been proposed,

empirical validation across diverse organizational settings remains limited.
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Therefore, this study aims to bridge these gaps by providing a comprehensive and comparative
analysis of leadership styles and their combined effects on employee motivation and

engagement.
RESEARCH METHODOLOGY

This study adopts a quantitative, cross-sectional research design to examine the role of
leadership styles in shaping employee motivation and engagement. Data is collected through a
structured questionnaire administered to employees across various sectors, ensuring diversity
in organizational contexts. A convenience sampling technique is employed to select
respondents, with an adequate sample size to ensure statistical reliability. Standardized
measurement scales are used to assess leadership styles (transformational, transactional, and
laissez-faire), employee motivation, and engagement levels. The collected data is analyzed
using statistical techniques such as descriptive statistics, correlation analysis, and regression
analysis to identify relationships and measure the impact of leadership styles on employee
outcomes. This methodological approach ensures objectivity, reliability, and validity in

examining the proposed research relationships.
RESULTS AND DISCUSSION
1. Descriptive Statistics

The study begins with descriptive statistics to understand the overall trends in leadership styles,

employee motivation, and engagement.

Table 1: Descriptive Statistics of Key Variables

Variable Mean | Std. Deviation

Transformational Leadership | 4.12 | 0.68

Transactional Leadership 345 |0.74

Laissez-faire Leadership 231 10.81

Employee Motivation 4.05 |0.63

Employee Engagement 4.10 |0.59
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Interpretation:

The results indicate that transformational leadership has the highest mean score, suggesting

that it is the most commonly perceived leadership style among respondents. Employee

motivation and engagement levels are also relatively high, indicating a generally positive

organizational environment. In contrast, laissez-faire leadership shows a low mean score,

reflecting limited presence or effectiveness.

2. Correlation Analysis

To examine the strength and direction of relationships between variables, Pearson correlation

analysis was conducted.

Table 2: Correlation Matrix

Variables TL | TRL | LFL | Motivation | Engagement
Transformational Leadership | 1
Transactional Leadership 042 |1
Laissez-faire Leadership -0.35]-0.28 | 1
Motivation 0.68 [ 039 |-041]1
Engagement 0.72 10.36 |-0.45]0.74 1
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Interpretation:

Transformational leadership shows a strong positive correlation with both employee
motivation (r = 0.68) and engagement (r = 0.72), indicating its significant influence.
Transactional leadership exhibits moderate positive relationships, while laissez-faire leadership
shows negative correlations, suggesting its detrimental effect on employee outcomes.
Additionally, motivation and engagement are strongly correlated (r = 0.74), supporting the idea

that motivated employees tend to be more engaged.
3. Regression Analysis

Regression analysis was conducted to determine the impact of leadership styles on employee

motivation and engagement.

Table 3: Regression Results (Dependent Variable: Motivation)

Predictor Beta (B) | t-value | Significance (p)

Transformational Leadership | 0.52 8.45 0.000

Transactional Leadership 0.21 3.12 0.002

Laissez-faire Leadership -0.29 -4.56 0.000

Bar Chart - Beta Values (Impact on Motivation)
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Table 4: Regression Results (Dependent Variable: Engagement)

Predictor Beta (B) | t-value | Significance (p)

Transformational Leadership | 0.58 9.12 0.000

Transactional Leadership 0.18 2.85 0.005

© 2026, IJSREM | https://ijsrem.com | Page 8


https://ijsrem.com/

Fosuend
-:m& International Journal of Scientific Research in Engineering and Management (IJSREM)
w Volume: 10 Issue: 04 | April - 2026 SJIF Rating: 8.659 ISSN: 2582-3930

Laissez-faire Leadership -0.33 -5.02 0.000

Bar Chart - Beta Values (Impact on Engagement)
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Interpretation:

The regression results clearly demonstrate that transformational leadership has the strongest
positive effect on both motivation (B = 0.52) and engagement (f = 0.58). Transactional
leadership has a statistically significant but weaker impact. Laissez-faire leadership negatively

affects both variables, confirming its inefficiency in promoting positive employee outcomes.
CONCLUSION

This study examined the role of leadership styles in shaping employee motivation and
engagement, with a particular focus on transformational, transactional, and laissez-faire
leadership. The findings provide clear evidence that leadership style is a critical determinant of
employee attitudes and workplace outcomes. Among the three styles, transformational
leadership emerged as the most effective, demonstrating a strong positive impact on both
employee motivation and engagement. Leaders who inspire, support, and empower employees

are more likely to foster a committed and high-performing workforce.

Transactional leadership was found to have a moderate influence, primarily through reward-
based mechanisms that enhance extrinsic motivation. While effective in achieving short-term
goals and maintaining organizational structure, its impact on deeper psychological engagement
remains limited. In contrast, laissez-faire leadership showed a negative relationship with both
motivation and engagement, highlighting the risks associated with passive and non-

interventionist leadership approaches.

The study also confirms a strong relationship between employee motivation and engagement,

suggesting that motivation acts as a key driver of engagement. This finding reinforces the
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importance of leadership strategies that not only manage performance but also address

employees’ intrinsic needs and emotional connections to their work.

From a practical perspective, the results emphasize the need for organizations to invest in
leadership development programs that promote transformational leadership qualities.
Managers should focus on communication, vision-building, and employee empowerment to
enhance motivation and engagement levels. Reducing reliance on passive leadership styles is

equally important to prevent disengagement and performance decline.

In terms of future scope, further research can explore the role of additional leadership styles
such as servant or ethical leadership, as well as the mediating and moderating variables
influencing the relationship between leadership and employee outcomes. Longitudinal studies
and sector-specific analyses may also provide deeper insights into how leadership effectiveness

evolves over time and across different organizational contexts.
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