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ARTICLE DETAILS ABSTRACT
Leadership is one of the most critical elements influencing employee performance in

Corr e.?popdlng Author: organizations of all sizes. This paper investigates the role leadership plays in shaping
Surbhi Priya employee performance, satisfaction, motivation, and commitment across various

organizational settings. Drawing on theoretical models such as transformational,
Key wor: d_S: transactional, and laissez-faire leadership, the study analyzes how different styles affect
Leacliers.hlp, Employee, employee outcomes. Results show that transformational leadership, characterized by vision,
Motivation, ) empathy, and individual consideration, significantly improves employee performance and
Transforrpatlonal organizational effectiveness. Conversely, laissez-faire leadership was found to have a
LeaderShl,p‘ negative impact on role clarity and motivation. The paper concludes with practical
(B)Ziz?llif)?'nonal recommendations for organizations seeking to enhance leadership effectiveness and

employee performance in a rapidly changing business environment.

1. Introduction

In today's competitive and dynamic business environment, organizations are increasingly recognizing the importance of
human capital as a primary driver of sustainable success. At the center of human capital development lies leadership—a
vital factor that shapes employee behavior, directs organizational culture, and influences performance outcomes.
Leadership involves guiding and influencing individuals or teams to achieve common goals. It includes the ability to
communicate a compelling vision, motivate employees, foster collaboration, and create a positive work environment.
Effective leadership not only ensures the efficient use of resources but also promotes innovation, job satisfaction, and long-
term employee retention. Employee performance is often considered the backbone of organizational productivity. High-
performing employees tend to be more innovative, proactive, and aligned with the company’s vision and values. However,
an employee's ability to perform is significantly impacted by the leadership they receive. Leaders set the tone for expected
behavior, provide the tools necessary to complete tasks, and create an environment conducive to growth and excellence.
The relationship between leadership and performance has been extensively explored in management literature. However,
evolving workplace dynamics, increased remote work, and the growing need for emotional intelligence in leadership
require a more nuanced understanding of how different leadership styles impact performance today.

While leadership has been studied in various organizational contexts, many organizations still struggle with identifying
the right leadership style that aligns with their goals and workforce culture. Inappropriate leadership approaches can lead
to reduced employee engagement, poor communication, and high turnover rates.

2. Research Methodology
Research Design
This study employs a descriptive research design using both quantitative and qualitative approaches. The descriptive
nature allows for the detailed examination of how leadership styles influence employee performance in diverse
organizational contexts.

1Author can be contacted at: Student, Tula’s Institute, Dehradun, India
Received: 20-08-2025; Sent for Review on: 27-08- 2024; Draft sent to Author for corrections: 10-09-2025; Accepted on: 22-09-2025; Online Available from

23-09-2025
DOI: 10.13140/RG.2.2.30376.69125
[JREM: -8893/© 2025 CRDEEP Journals. All Rights Reserved.

194



Priya et. al, International Journal of Research in Engineering and Management 8 (4) (2025) 194-195

Population and Sampling

The population for the study includes employees working in various sectors such as education, IT, banking, and healthcare
in both public and private organizations across India. A convenience sampling method was used to collect responses
from 120 participants, ensuring a mix of job roles, genders, and age groups.

Data Collection Methods

Primary data was collected using a structured questionnaire consisting of three sections:

Secondary data was gathered from research papers, journals, organizational reports, and academic publications related to
leadership and performance.

3. Results

Demographic Analysis
Age: 40% of respondents were between 25-35 years, 30% between 36-45, and the rest were either younger or older.
Gender: 55% male, 45% female.
Sector: IT (30%), Education (25%), Banking (20%), Healthcare (15%), Others (10%).

Leadership Style Distribution

Based on the MLQ:
Transformational Leadership: 50%
Transactional Leadership: 35%
Laissez-faire Leadership: 15%

Correlation between Leadership and Performance
A strong positive correlation (r = 0.72) was found between transformational leadership and employee performance.
Transactional leadership had a moderate positive correlation (r = 0.48).
Laissez-faire showed a negative correlation (r = -0.33).

Regression Results
Transformational leadership emerged as the strongest predictor of employee performance (8 = 0.65, p < 0.01).
Transactional leadership was significant but less effective (§ = 0.32, p < 0.05).
Laissez-faire leadership was not statistically significant

4. Conclusion

This study confirms that leadership style has a significant impact on employee performance. While transformational
leadership proves most effective in modern workplaces, the best leaders often adapt their styles to the organizational
context. Fostering effective leadership is not just a managerial task but a strategic imperative that can redefine employee
engagement and organizational success.

5. Suggestions
Organizations should invest in leadership development programs focused on emotional intelligence, vision-setting,
and communication.
HR departments must monitor leadership effectiveness through regular feedback mechanisms.
Leaders should tailor their style based on team dynamics and individual needs.
Employees should be empowered through delegation, recognition, and feedback.
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