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Abstract
Leadership is the key in showing employee motivation and job satisfaction, which are
paramount for organizational achievement and productivity. This research examined how
various styles of leadership—transformational, transactional, and laissez-faire—influence
employee motivation and job satisfaction in organizational settings. Employing a descriptive
and correlational research design, 200 employees and 50 managers from five medium-to-large
organizations were surveyed using standardized questionnaires such as the Multifactor
Leadership Questionnaire, Work Motivation Questionnaire, and Job Satisfaction Survey.
Statistical analysis indicated that transformational leadership was most strongly positively
correlated with employee motivation and job satisfaction, and transactional leadership had
moderate positive impacts. Laissez-faire leadership had negative impacts on motivation and
satisfaction. Multiple regression analysis established that together the leadership styles
accounted for 52% of job satisfaction variance, with transformational leadership being the
strongest predictor. These results reaffirm the value of active and participative leadership styles
in creating motivated and satisfied employees. The research presents practical implications for
organizations interested in improving workplace performance through successful leadership
dynamics.

Keywords: Leadership styles, Transformational leadership, Employee motivation, Job

satisfaction
1. INTRODUCTION
Leadership is a key determinant of organizational dynamics and a direct factor in influencing
the motivation, job satisfaction, and performance of employees. Effective leadership in today's
dynamic and competitive workplaces is more important than ever in fostering employee
motivation and commitment. Transformational, transactional, and situational leadership have
been the subject of much research on how these styles affect the attitudes and behaviors of
employees in the workplace. Transformational leadership, defined as inspiring and
empowering the workforce, has been most commonly associated with increased motivation
and job satisfaction, whereas transactional leadership, centered on reward and punishment
systems, has produced more moderate impacts. Although vast amounts of research exist, the
processes by which leadership style affects job satisfaction and motivation are multifaceted and
at times mediated by intervening variables such as work climate, employee competence, and
organizational culture. These are important relationships that organizations need to understand
in order to create an efficient and happy workforce.
1.1. Importance of Leadership Styles in Organizations
Leadership styles are vital in determining the general operation and achievement of
organizations through their impact on employee behavior, motivation, and performance.
Various leadership styles—between autocratic, transformational, and situational styles—have
direct impacts on how workers view their workplace and their position within the organization.
Good leadership offers clear guidance, encourages open communication, and promotes trust,
which as a whole increase teamwork and morale. When leaders choose styles that best match
the requirements of their workforce, they can generate increased levels of job satisfaction,
decrease turnover, and stimulate higher commitment to organizational objectives. Furthermore,
flexible leadership styles allow managers to effectively respond to shifting situations, various
employee personalities, and different challenges, which is necessary in the present fast-
changing business environment. Through understanding and practicing the most suitable
leadership styles, organizations can develop a motivated and engaged workforce, stimulate
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innovation, and attain sustainable growth. The significance of leadership styles cannot,
therefore, be overemphasized, given the fact that leadership styles serve as the basis for a
healthy organization culture and sustained success.
1.2. Link Between Leadership, Motivation, and Job Satisfaction
The connection between motivation, job satisfaction, and leadership is strongly interlinked,
creating a reciprocal relationship that has a significant bearing on organizational performance.
Leadership styles affect how far employees are motivated by determining the work climate and
the type of interactions in the work environment. Transformational leaders, for example, who
motivate and empower their teams are likely to increase intrinsic motivation by instilling a
sense of belonging and purpose. This higher motivation tends to manifest as greater job
satisfaction, with employees feeling appreciated, acknowledged, and empowered to make
meaningful contributions toward organizational objectives. By contrast, transactional or
autocratic leadership is perhaps more dependent on external motivators such as reward and
punishment, whose impact on job satisfaction is a matter of personal employee preference.
When motivation is strong, employees are more productive, committed, and engaged, resulting
in improved performance and fewer turnover cases. Job satisfaction itself serves as both a
product and a mediator of this dynamic; satisfied workers are more engaged and open to
positive leadership behaviors, producing a virtuous cycle that benefits both the individual and
the organization. Leaders need to understand this multifaceted dynamic in order to develop a
supportive work environment that promotes employee health, loyalty, and long-term
organizational success.
1.3. Research Objectives
e To examine the prevalence and characteristics of different leadership styles within selected
organizations.
e To analyze the relationship between leadership styles and employee motivation in
organizational settings.
e To assess the impact of various leadership styles on employee job satisfaction and identify
which style most effectively enhances satisfaction levels.
2. LITERATURE REVIEW
Reyaz (2024) studied the effect of various leadership styles on employee motivation and job
satisfaction in organizational environments. The research highlighted that transformational
leadership greatly improved employee motivation through inspiring and stimulating employees
intellectually, thereby increasing job satisfaction. Transactional leadership, on the other hand,
had a moderate impact by directing attention more towards rewards and punishment. The study
emphasized that leadership style was the most important determinant of employees' job
attitudes, and effective leadership could create a healthy work climate that enhanced both
motivation and satisfaction results.
Nanjundeswaraswamy (2023) demonstrated that transformational leadership had a positive
impact on employee commitment but was predominantly mediated through job satisfaction.
The research revealed that those employees who perceived their jobs to be satisfactory would
likely have a stronger sense of commitment to organizations. The study emphasized the need
for leadership styles that not only guide employees but also improve their job satisfaction in
order to increase long-term dedication and minimize employee turnover.
Hajiali et al. (2022) showed that intrinsic motivation—e.g., self-fulfilment and personal
growth—and transformational leadership were the most powerful predictors of job satisfaction
among workers. Higher job satisfaction also corresponded to improved performance. The
research emphasized the importance of organizations formulating leadership strategies that
improve employee motivation and capabilities, thus enhancing levels of satisfaction and
generating increased productivity.
Megawaty, Hamdat, and Aida (2022) carried out a study to examine the impact of leadership
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style, employee commitment, motivation to work, and climate at the workplace on job

satisfaction and organizational performance altogether. Their findings showed that

transformational leadership with vision and empathy created a healthy work climate that

enhanced worker motivation and dedication. This, in turn, translated into better job satisfaction

and performance measures. The study underscored the interdependence of organizational

climate and leadership style as key drivers of employee satisfaction and long-term

organizational success.

Aljumah (2023) examined the influence of both intrinsic (personal satisfaction) and extrinsic

(external reward) motivation on work satisfaction, highlighting the mediator role of

transactional leadership. The research discovered that both kinds of motivation had a

significant effect on employees' job satisfaction. Transactional leadership also played a pivotal

mediator that enhanced the motivational influence by specifying expectations and offering

contingent rewards. This study indicated that employee satisfaction could be enhanced by

organizations through the adoption of leadership approaches that balance motivational

incentives with systematic transactional behaviors.

3. RESEARCH METHODOLOGY

This research sought to examine the ways in which different leadership behaviors affected

employee motivation and job satisfaction within organizational contexts. Understanding the

key role played by leadership in defining working cultures, performance, and employee morale,

the research employed a systematic methodological framework to measure leadership

behaviour’s correlation and effect on employee outcomes.

3.1. Research Design

The research utilized a correlational and descriptive research design to analyze how leadership

styles, job satisfaction, and motivation were interrelated. Through this design, patterns were

observed and examined without the manipulation of variables, offering an intensive overview

of actual organizational dynamics in chosen organizations.

3.2. Population and Sample

The study population consisted of employees of both public and private organizations. A

stratified random sampling method ensured representation across various departments and

leadership levels. The sample comprised 200 employees and 50 managers drawn from five

medium-to-large-scale organizations from various sectors.

3.3. Data Collection Methods

Data were collected using standardized questionnaires:

e Multifactor Leadership Questionnaire was employed to measure leadership styles
(transformational, transactional, and laissez-faire).

e Work Motivation Questionnaire was used to assess intrinsic and extrinsic motivation.

e Spector's Job Satisfaction Survey was employed to measure the degree of job satisfaction
of employees.

The questionnaires were given in physical and electronic forms. 15 participants were followed

up for interviews to learn the qualitative aspects of leadership influence.

4. DATA ANALYSIS

This part provides the data analysis obtained from 200 employees and 50 managers in five

organizations. The data analysis was carried out to find out the correlation between the style of

leadership and employee motivation, as well as their impact on job satisfaction. SPSS was used

with the statistical tools that encompass descriptive statistics, Pearson correlation, and multiple

regression. The results are given in the form of tables for clear interpretation and understanding.

4.1.  Descriptive Statistics

The table below summarizes the mean and standard deviation of the key variables: leadership

styles, employee motivation, and job satisfaction.
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Table 1: Descriptive Statistics of Main Variables

Variable (Leadership) Mean Standard Deviation
Transformational 4.12 0.68
Transactional 3.45 0.72
Laissez-faire 2.13 0.89
Employee Motivation 3.98 0.65
Job Satisfaction 4.01 0.71
45 4.12 3.98 4.01
4 3.45
35
3
25 213
2
15
1 0.68 0.72 we 0.65 0.71
05
0
Transformational ~ Transactional Laissez-faire Employee Job Satisfaction
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® Mean Standard Deviation

Figure 1: Mean and Standard Deviation
Table 1 illustrates that employee most highly rated transformational leadership with a mean
score of 4.12, followed by transactional leadership (3.45), whereas the lowest mean was
recorded for laissez-faire leadership (2.13). The mean values of employee motivation (3.98)
and job satisfaction (4.01) suggest relatively high employee motivation and job satisfaction
levels in the sampled organizations.
4.2. Correlation Analysis
Pearson correlation was used to examine the relationship between leadership styles and
employee outcomes.

Table 2: Correlation Matrix

Nt Transformational | Transactional Latyers . Emplgyee Job
(Leadership) faire | Motivation | Satisfaction
Transformational 1
Transactional 0.48** 1
Laissez-faire -0.35%* -0.28* 1
Employee 0.61%* 042%% | -0.3]%* !
Motivation
Job Satisfaction 0.66** 0.39** -0.40** 0.72** 1

PESCRRRTE

Table 2 confirms high positive correlation between transformational leadership and employees'
motivation (r = 0.61) and job satisfaction (r = 0.66), which indicates transformational
leadership strongly improves the workplace experience of the employees. The transactional
style also presented positive correlations to moderate levels, and laissez-faire was in negative
relation to motivation (r = -0.31) and job satisfaction (r = -0.40), presenting its harmful effect.
4.3.  Regression Analysis

A multiple regression analysis was performed to evaluate the predictive power of leadership
styles on job satisfaction.

Table 3: Multiple Regression Model Summary (Predicting Job Satisfaction)

Model R R? Adjusted | Std.
R? Error
1 0.72 0.52 0.51 0.49
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Table 3 shows that the leadership styles combined accounted for 52% of the variance in job
satisfaction (R? = 0.52). This high proportion indicates that the form of leadership practiced
within an organization is a powerful predictor of the degree to which employees are satisfied
in their jobs.

Table 4: ANOVA

Model SoS df X? F Sig.
Regression 48.36 3 16.12 67.1 0.001
Residual 44.64 196 0.23
Total 93 199

Table 4 confirms the statistical significance of the regression model (F = 67.10, p < 0.001).
This means that at least one of the leadership styles significantly contributes to predicting job
satisfaction, validating the usefulness of including these variables in the model.

Table 5: Regression Coefficients

Predictor B Std. Error B t Sig.
Transformational Leadership 0.52 0.07 0.55 7.43 0.002
Transactional Leadership 0.24 0.08 0.28 3 0.003
Laissez-faire Leadership -0.19 0.06 -0.21 -3.17 0.002

Table 5 illustrates that transformational leadership exerted the greatest positive influence on
job satisfaction (f = 0.55), followed by transactional leadership (B = 0.28). Conversely, laissez-
faire leadership exerted a strong negative influence (B = -0.21). These results imply that active,
participative leadership styles promote job satisfaction, while passive leadership erodes it.
5. CONCLUSION
This research identifies the leadership styles' important function to influence employees'
motivation and job satisfaction. The most impactful leadership style was transformational
leadership, which was significantly linked with increased motivation and job satisfaction levels
in employees. Transactional leadership also positively affected these results, but not as much,
and laissez-faire leadership displayed a negative influence. These results shows the importance
of proactive and inspiring leadership behaviors in creating a motivated and satisfied workforce,
which will ultimately have a positive impact on organizational performance and worker well-
being. As such, organizations should promote transformational leadership development and
practice to maximize employee engagement and satisfaction.
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