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Abstract 

This study examined the degree to which the views of transformational and 

transactional leadership style, based on gender, influence leader-follower employee 

engagement. The study was conducted using a non-experimental quantitative research 

design, resulting in a proposed theoretical model that defines gender as a moderating 

variable on leadership style that predicts leader-follower employee engagement. The 

sample frame was drawn from entry-level front-line employees located in the 

Southeastern US region. Employing multiple regression analysis, this quantitative 

investigation analyzed participants utilizing MLQ-5X leadership scores and employees’ 

ISA Engagement Scale scores. Participants (N = 102) completed both survey instruments. 

The research examined one research question: To what extent does gender moderate the 

relationship between leadership style and leader-follower employee engagement? The 

interaction term was statistically significant (β = -0.32, t = -2.66, p = .009). When 

examining both female leaders and male leaders, at the equally highest levels of 

transformational leadership for both male and female leaders, male leaders had 

significantly higher leader-follower employee engagement than female leaders. The 

findings indicate that a more extensive investigative study providing a deeper exploration 

and analysis into leadership styles of supervisors’ and gender could impact employee 

engagement at all levels. The social or general problem associated with this study was 

that there may be a disproportional level of a specific gender of a leader resulting in the 

opposite gender being more successful, which can cause employees to perceive the 

leadership styles differently and engage at different levels.  
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Chapter 1: Introduction to the Study  

Leadership theory is a critical factor in organizational success (Salahuddin, 2010), 

and it has long been a key factor in identifying not only organizational success, but also 

employees’ work behavior (Samanta & Lamprakis, 2018). Leadership, the most strategic 

component in the organizational system, is comprised of various characteristics, 

including organization, goals, relations, incentives, procedures, and organizational rules 

and regulations. It consistently relies on the need for change depending on outside 

influences (Kaiser et al., 2008). 

Leadership theory research has expanded over time, “attracting the interest of 

scholars and practitioners worldwide who have transformed the comprehension and 

application of leadership” (Dinh et al., 2014). Leadership is no longer simply a theory 

that concentrates on comprehending general processes of management as they transpire 

over a short period of time. Instead, most experts now regard leadership as a phenomenon 

that develops over time, sometimes decades, and depends upon the basis by which 

leaders are examined (Kaiser et al., 2008). The concept of leadership influences more 

than mere academic study (Dinh et al., 2014). Leadership theories have been linked to job 

satisfaction and employee engagement (Jha & Malviya, 2017).  

According to Landis et al. (2015), organizations are more successful when they 

have leaders with the ability to effectively engage their followers. Further, the work of 

Vincent-Hoper et al., (2012) on engagement and occupational success recognizes the 

need to address underrepresentation of women in workplace leadership positions. 

Examining how theories of leadership account for, and can be informed by, a better 

understanding of gender roles is a key step in this process.  
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To identify the most vital theories of leadership, the major components of the 

theory and the implications surrounding them must be analyzed and interpreted (Bass, 

1990). Two common leadership theories, transformational leadership theory and 

transactional leadership theory (Thomas, 2015), were reviewed and analyzed to interpret 

contribution to the proposed dissertation research topic, These theories were selected 

because research has indicated some conceptual overlap (Banks et al., 2016). 

Consequently, it is likely that these theories may also have a positive impact on the 

leader-follower relationship (Gill & Caza, 2018).  

The social or general problem associated with this study is that there may be a 

disproportional level of a leader of a specific gender resulting in the opposite gender 

being more successful, which can cause employees to perceive the leadership styles 

differently. This could result in poor employee engagement; thus, leading to negative 

impacts within an organization.  

This chapter includes the background of the study, problem statement, purpose of 

the study, and significance of the study, along with definitions of variables, research 

questions, theoretical foundation, and limitations. 

Background of the Study 

Transformational and transactional theories can both contribute to organizational 

employee engagement and commitment (Odumeru & Ogbonna, 2013). Each theory 

consists of a leader-follower relationship, but the level of true engagement ranges based 

on the style of the leader (Landis et al., 2014). While there are identified strengths and 

limitations to all the theories discussed; the desired follower outcome may influence the 

theory that is selected within an organization (Cenkci & Özçelik, 2015). To answer the 

https://www-sciencedirect-com.library.capella.edu/science/article/pii/S1053482218300974#bb0050
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research question, transformational leadership theory and transactional leadership theory 

were examined. 

Transformational leadership theory provides meaning for the work the followers 

perform (Breevaart et al., 2014). Leaders who emulate transformational leadership theory 

inspire followers to prioritize the needs of the organization over their individual needs 

(Dartey-Baah, 2015). Transformational leadership theory focuses on changing the 

followers rather than the organization (Andersen, 2015). Moreover, transformational 

leadership theory has identified some crucial problems: intangible restrictions; difficulties 

distinguishing between managerial and political leadership; representation as both a 

worldwide and as a contingency theory; lack of empirical evidence to support 

transformational leaders as more effective than transactional ones; and confusing the use 

of the term “followers” rather than “subordinates” (Andersen, 2015). The theory of 

transformational leadership has limited application to organizational effectiveness 

because it is biased toward the leader-follower (Hoffman & Frofst, 2006). According to 

Yukl (2012), effectiveness is defined through actions rather than outcomes. The 

transformational leadership theory corresponds to transactional leadership theory and is 

known to be ineffective without the transactional relationship between the leader and the 

follower (Odumeru & Ogbonna, 2013). 

Transformational leadership theory often promotes followers to become engaged 

and committed to the organization (Kirkbride, 2006). Leaders focus on followers’ needs, 

lead by example, and develop a sense of purpose (Kark et al., 2018). As a result, 

followers feel as if they have a voice in the organization, become actively engaged, and 

work to achieve organizational goals. Effective transformational leadership inspires 
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confidence in followers’ work, creates a sense of purpose and autonomy, and empowers 

followers to influence strategic, administrative, or operating outcomes (Andersen, 2015). 

As a framework, transformational leadership theory allows leaders to build positive 

relationships with followers, and as a result, can have a higher level of engagement and 

commitment to the organization (Feng-Cheng, 2016).  

Studies have demonstrated that the population gender has become equally 

balanced in the 21st century. Research has demonstrated that women are more effective 

leaders than men (Msila, 2017), which could be related to their leadership style. This 

theory might have utility for studying the relationship of front-line supervisors and call 

agents (Visvanathan et al., 2018). Additionally, inserting gender as a moderating variable 

may also allow insight into whether gender of the leader has a significant impact on 

creating transformational leader-follower relationships. 

Problem Statement 

The specific study problem was that leaders may have an issue allowing gender to 

influence leadership styles and leader-follower employee engagement within 

organizations. The literature on leader-follower employee engagement indicated that 

leadership style contributes to employee/follower engagement (Nazir & Islam, 2017). 

The lack of leader-follower employee engagement and satisfaction may create negative 

impacts within an organization. Employee engagement studies that examine the effects of 

the gender of the leader and transformational leadership are limited. The influence of 

leader gender and leadership style have on employee/follower engagement of employees 

in the United States has not been confirmed in the peer-reviewed research literature (Cox 

et al., 2014).  
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Research indicated a gap in the relationship between gendered leadership style 

and leader-follower employee engagement in the literature. To accurately measure 

employee satisfaction and engagement, it was important that this gap is explored. The 

relationship of leadership style based on leader gender has not been confirmed; however, 

leadership theories have been linked to job satisfaction and leader-follower employee 

engagement (Jha & Malviya, 2017). According to Landis et al. (2015), organizations are 

more successful when they have leaders with the ability to effectively engage their 

followers. The work of Vincent-Hoper et al. (2012) on engagement and occupational 

success recognizes the need for addressing underrepresentation of women in workplace 

leadership positions. Examining how theories of leadership account for, and can be 

informed by, a better understanding of gender roles was a key step in this process. 

Purpose of the Study 

The purpose of this quantitative study was to investigate the degree to which the 

views of transformational and transactional leadership style, based on gender, influence 

employee engagement within call centers in the Southeastern US region.  I used the 

theory of leadership styles, as assessed by the Multifactor Leadership Questionnaire 

(Bass & Avolio, 1999), to relate leader-follower employee engagement, as assessed by 

the ISA Engagement Scale (Soanne et al., 2012), with a moderating effect of a leader's 

gender, as assessed by demographic data obtained from the surveys used for entry-level, 

front-line team leads or supervisors located within call centers in the Southeastern US 

region. ISA Engagement Scale Permission documentation is located in Appendix A. A 

copy of the ISA Engagement Scale is available in Appendix B. The Multifactor 



6 
 

 

Leadership Questionnaire (MLQ) with permission documentation is available for review 

in Appendix C. 

Research Question(s) and Hypotheses 

RQ.1. To what extent does gender moderate the relationship between leadership 

style and leader-follower employee engagement? 

Ho: Gender is not a significant moderator between leadership style and leader-

follower employee engagement. 

Ha: Gender is a significant moderator between leadership style and leader-

follower employee engagement.  

Theoretical Foundation 

The theoretical contribution for the dissertation topic will expand the field of 

leadership by evaluating the impact of a leader’s gender on the relationship of leadership 

style and employee engagement (Breevaart et al., 2014). The study indicated that there is 

a positive correlation between transformational and transactional leadership and  leader-

follower employee engagement, thus equipping leaders with the visibility to behaviors or 

characteristics that increase employee engagement and performance. Although there has 

been research conducted on leadership theories and employee engagement (Cenkci & 

Özçelik, 2015), gender has never been evaluated in conjunction with transformational 

leadership theory. This research is guided by the hypothesis that the gender of a leader 

influences the engagement level of the follower (Saint-Michel, 2018). 

The research will contribute to transformational and transactional leadership 

theories by confirming whether the gender of a leader is a vital factor in establishing 

relationships with employees and building relationships that result in leader-follower 
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engagement and commitment to the organization. Chang et al., (2017) proposed that 

research will give insight on the role of other factors on the relationship between 

transformational leadership and employee engagement. This research will prove the 

legitimacy of the leadership field by helping leaders understand how to actively engage 

front line employees within an organization, and augment current research on 

transformational, and transactional theories by examining leader-follower relationships in 

a growing industry (Sosik & Cameron, 2010).  

Nature of the Study 

The research design utilized was quantitative and non-experimental, resulting in a 

proposed theoretical model that defines gender as a moderating variable on leadership 

style predicting leader-follower employee engagement. The variables are 

transformational leadership style, transactional leadership style, leader-follower 

employee engagement, and leader gender. Leadership style is the predictor variable, and 

leader-follower employee engagement is the criterion variable, with leader gender as the 

moderating variable.  

To investigate leadership styles, the Multifactor Leadership Questionnaire 

instrument was used. The MLQ classifies transformational leader characteristics and aids 

individuals in identifying how their peers and subordinates view them (Avolio et al., 

1999). The instrument’s primary goal is to measure leadership styles from the leader and 

follower point of view (Avolio et al., 1999). The MLQ has been proven to be valid and 

reliable. (Avolio et al., 1999). To investigate leader-follower employee engagement, 

the ISA Engagement Scale was used. The ISA engagement scale is based on the view that 
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engagement has an intellectual, social and an affective dimension. Taken together, these 

three give an overall level of engagement for each person (Soane et al., 2012).  

The research philosophy of this study was positivism, as it is based on the 

measurements and outcomes from the data of this study (Crowther & Lancaster, 2009). 

The ontological assumption, also known as the quantitative paradigm, was that there is 

only one truth, an objective reality that exists independent of human perception; this is 

the gap of gender on transformational leadership style and leader-follower employee 

engagement. These data were measurable. The epistemological assumption, or the 

knowledge of proving the hypotheses, was finding leadership style and leader-follower 

employee engagement to be valid or invalid. The axiological assumption, or the value of 

the research, is that the data can be observed and measured appropriately. The 

methodological assumption regards the research design and steps that were used to 

measure and quantify (Ahmad et al., 2015). The statistical model used for the study is 

multiple linear regression, which is appropriate when evaluating more than one 

quantitative variable (Nathans et al., 2012).  

Definitions 

Predictor Variable 

Transformational Leadership: A transformational leader encourages one to 

perform at a higher level than expected. This is achieved by increasing the level of 

cognizance about the importance of organizational goals (Bass, 2012). 

Transactional Leadership: A transactional leader motivates their followers by 

promoting the reward of winning the game. They instill a high level of commitment in 

their followers (Bass & Avolio, 1999). 
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Transformational and transactional leadership style was measured using the 

Multifactor Leadership Questionnaire (Bass & Avolio, 1999).  

Criterion Variable 

Employee Engagement: Employee engagement is described as follows” 

How to achieve a company’s strategic goals by creating the conditions for human 

resources to thrive and, for each staff member, manager and executive to be fully 

switched on in their jobs so as to deliver their best efforts in the best interest of 

the business. (Zhang et al., 2014, p. 268) 

Leader-Follower Engagement: Leader-follower engagement is the interaction 

between leaders and followers and their commitment to their organization and goals 

(Swails, 2022). 

To investigate employee engagement, the ISA Engagement Scale was used. The 

ISA engagement scale depicts engagement by examining social skills and intelligence. 

(Soane et al, 2012). The reliability of engagement coefficient is 0.91. 

Moderating Variable 

Leader Gender: Gender consists of culturally assigned sexual characteristics 

based on attitudes, feelings, and behaviors (Cregan, 2009). To determine leader gender, 

demographic information received in surveys was used. 

Limitations 

There were several limitations identified in this study. The first limitation was the 

small, though acceptable, sample population for the study (N = 102). Even though the 

number of participants met the recommended minimum sample population of 100, it was 

marginalized because of the inclusion criteria; participants were employed in the 
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customer service industry, belonged to a specific age group, and held a specific job title. 

These limitations yielded a low external validity with the variable of transactional 

leadership; preventing the study from having more expansive access to the survey 

database, which could have yielded a more robust sample population; this would have 

potentially increased the generalizability of the results of the study. Additional limitations 

for the study were ensuring that participants feel secure in providing honest and valid 

answers to the survey when expressing feelings and thoughts.  

Significance of the Study 

The study is significant to the field of leadership by confirming whether the 

gender of a leader is a vital factor in establishing relationships with employees and 

building relationships that result in engagement and commitment to the organization. 

Chang et al., (2017) proposed that research of this type will give insight on the role of 

other factors on the relationship between transformational leadership and employee 

engagement. The findings of this study may improve the legitimacy of the leadership 

field by providing a study that may assist leaders in the understanding of how to actively 

engage call center employees within an organization, as well as augment current research 

on transformational and transactional theories by examining leader-follower relationships 

in a growing industry (Sosik & Cameron, 2010). 

Summary and Transition 

Transformational and transactional theories can all contribute to organizational 

leader-follower employee engagement and commitment (Odumeru & Ogbonna, 2013). 

Each theory consists of a leader-follower relationship, but the level of true engagement 

ranges based on the style of the leader (Landis et al., 2014). In an effort to answer the 
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research question, transformational leadership theory and transactional leadership theory 

were examined. While there are identified strengths and limitations for all of the theories 

discussed, the desired follower outcome may influence the theory that is selected within 

an organization (Cenkci & Özçelik, 2015).  

Chapter 1 consisted of an introduction to the study, complete with a summary of 

the background, problem statement, purpose of the study, and significance of the study. 

Definitions of variables, research questions, theoretical foundation, and limitations were 

also noted. Chapter 2 will present a literature review consisting of peer reviewed articles, 

scholarly literature, and books examining the theoretical framework and the research 

problem. Chapter 3 includes details of the research design and methodology for data 

collection. Chapter 4 consists of quantitative statistical data results and findings, and 

Chapter 5 provides recommendations for future research. 
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Chapter 2: Literature Review 

Chapter 2 introduces the theoretical foundation, review the scholarly literature 

related to leadership style, gender and leader-follower employee engagement in the 

service industry. A synthesis of findings will be discussed as well as an explanation of the 

proposed research design with ethical requirements. The constructs of the research were 

leader-follower employee engagement, leadership style, and gender of leaders. 

Transformational and transactional leadership theory provided the theoretical foundation 

to support the leadership style construct. The review of literature included an exploration 

of transformational, transactional, and authentic leadership theory and turnover leader-

follower employee engagement as it relates to the gender of a leader in the workforce. A 

review of research findings provides evaluation and synthesis of what is known about the 

topic and gives a description of the research methods previously utilized in research on 

the study’s constructs. The chapter concludes with a brief summary of literature findings 

on leadership style, leader-follower employee engagement, and gender of leaders.  

Methods of Searching 

The literature search for scholarly and peer-reviewed articles in this study was 

started within the Walden University library and Business Source Complete, EBSCOhost, 

ProQuest, PsycInfo, PsycARTICLES Summons, and Google Scholar. Articles located in 

Google Scholar were cross referenced in the Walden University library to ensure the 

capture of scholarly peer-reviewed literature. The reference lists of retrieved articles were 

reviewed for additional articles. The following keywords facilitated the literature search: 

leader-follower employee engagement, transactional leadership, transformational 

leadership, leadership, and gender.  
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Review of the Literature 

In today’s workplace, employee engagement is important to organizational 

success (Cossin & Caballero, 2013). Leadership style and employee engagement are two 

key components of organizational culture. Hoffman and Frofst (2006) noted that 

transformational leadership is a style that can ignite positivity in those who follow. An 

effective transformational leader normally displays energy, enthusiasm, and passion 

(Feng-Cheng, 2016). In these studies, however, the potential significance of the leader’s 

gender was not examined. Central to the relationship between transformational and 

transactional leadership styles and employee engagement is the moderating factor of 

gender (Rothmann & Welsh, 2013). Although researchers have studied many factors that 

impact employee engagement, there is a gap in understanding whether a leader’s gender 

affects the way leadership style drives employee engagement (Cenkci & Özçelik, 2015). 

What remains to be explored is the moderating impact of a leader’s gender on the 

workplace engagement levels of their direct reports.  

Transformational Leadership Theory 

Transformational leadership theory explains the influence of the leader-follower 

relationship (Price & Weiss, 2013). It provides a viable framework for investigating 

relationships between a leader’s behavior and follower’s outcomes (Price & Weiss, 

2013). According to Chang et al. (2017) organizations transformational leadership creates 

change in individuals within, improving employee morale and performance, and 

encouraging followers to grow into leadership roles (Bass, 1998). According to Hoffman 

and Frost (2006), leaders who utilize transformational leadership can ignite positivity in 
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those who follow. Transformational leaders normally display energy, enthusiasm, and 

passion (Feng-Cheng, 2016). The primary goal of transformational leadership is to ensure 

employee success (Jha & Malviya, 2017). It allows the leader the ability to foster and 

develop employee motivation, because they provide meaning and sustenance for their 

followers’ work (Price & Weiss, 2013).  

Historical Foundation 

The theory of transformational leadership was initially explored by Burns (1978), 

who visualized the theories of transformational leadership and transactional leadership 

being relatively different in comparison (Bass, 1985). Bass (1985) defined 

transformational leadership as a process where “leaders and their followers raise one 

another to higher levels of morality and motivation” (p.26). Five years later, the theory 

was further developed, as Bass (1990) outlined the style of transformational leadership 

and its theoretical foundation to identify its vital role within the organization (Yaslioglu 

& Selenay Erden, 2018).  

Components 

According to Odumeru and Ogbonna (2013), there are four components of 

transformational leadership theory that are utilized in conjunction with followers: 

intellectual stimulation, inspirational motivation, idealized influence, and individualized 

consideration. 

Intellectual Stimulation. Intellectual stimulation inspires innovation and 

creativity (Chang et al., 2017). Followers are encouraged to think outside of the box; 

thus, critical thinking and problem-solving skills are strengthened (Samanta & 
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Lamprakis, 2018). Intellectual stimulation involves stimulating followers’ thoughts and 

imagination, as well as encouraging intelligence and logic (Bass, 1998). 

Inspirational Motivation. Inspirational motivation is visible in a leader who is an 

effective communicator and works with honesty and integrity (Feng-Cheng, 2016). The 

primary focus is the employee or the established goals (Humphreys & Einstein, 2003). 

Great leaders are those who can self-reflect and lead based on previous experiences 

(Yaslioglu & Selenay Erden, 2018). 

Idealized Influence. Idealized influence results from leaders who are so 

transformational that they become role models for their followers (Epitropaki & Martin, 

2005). When leaders behave in ways that exemplify their own ideals, organizational 

missions and values become more than mere abstract concepts (Samanta & Lamprakis, 

2018). Idealized influence develops a sense of respect and trust and strengthens the 

leader-follower relational bond (Kirkbride, 2006). 

Individualized Consideration. Individualized consideration develops followers 

through coaching, mentoring, and teaching as the main indicators of leadership 

(Kirkbride, 2006). Individualized consideration was the first concept of transformational 

leadership theory. Leaders who display individualized consideration exhibit a high level 

of concern for their followers, treat them as individuals, and actively listen to their 

interests, concerns, and suggestions (Hoffman & Frofst, 2006). 

Transformational leadership theory provides meaning for the work the followers 

perform (Breevaart et al., 2014). Leaders who model transformational leadership theory 

inspire followers to select the needs of the organization over their individual needs 
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(Dartey-Baah, 2015). Transformational leadership theory focuses on changing the 

followers rather than the organization (Andersen, 2015). 

Still, transformational leadership theory has faces some crucial 

problems: intangible restrictions; difficulties distinguishing between managerial and 

political leadership; representation as both a worldwide and as a contingency theory; lack 

of empirical evidence to support transformational leaders as more effective than 

transactional ones; and confusing the use of the term “followers” rather than 

“subordinates” (Andersen, 2015). Transformational leadership theory has limited 

application to organizational effectiveness because it is biased toward the leader-follower 

(Hoffman & Frofst, 2006). According to Yukl (2012), effectiveness within 

transformational leadership theory is defined through actions rather than outcomes. The 

transformational leadership theory corresponds to transactional leadership theory and is 

known to be ineffective without the transactional relationship between the leader and the 

follower (Odumeru & Ogbonna, 2013). 

Transformational Theory and Leader-Follower Employee Engagement 

The distinguishing theoretical perspective of transformational leadership is the 

leader’s commitment to trigger employees’ higher order needs (Jensen, et al., 2019). 

According to Sosik and Cameron (2010), leaders who utilize transformational leadership 

theory aim to ensure that all staff members are fully engaged and are committed to their 

jobs. Transformational leaders often convert their followers into passionately engaged 

employees who are ready to voluntarily put in extra work to support the vision and 

mission of the organization. Thus, employee engagement is a natural corollary to 

transformational leadership (Jha & Malviya, 2017). 
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Framework 

Transformational leadership theory often promotes followers to become engaged 

and committed to the organization (Kirkbride, 2006). Leaders focus on followers needs; 

they lead by example and develop a sense of purpose (Kark et al., 2018). As a result, 

followers feel as if they have a voice in the organization, becoming actively engaged and 

working to achieve organizational goals. Effective transformational leadership inspires 

confidence in followers’ work, creates a sense of purpose and autonomy, and empowers 

followers to influence strategic, administrative, or operating outcomes (Andersen, 2015). 

Transformational leadership theory, when used as a framework, allows leaders to build 

positive relationships with followers who, as a result, are able to have a higher level of 

engagement and commitment to the organization (Feng-Cheng, 2016). Additionally, 

inserting gender as a moderating variable will also allow insight into whether the gender 

of the leader has a significant impact on creating transformational leader-follower 

relationships. This theory has utility for studying the relationship of front-line supervisors 

and call agents, where studies have demonstrated that the population gender has become 

equally balanced in the 21st century (Visvanathan et al., 2018).  

Transformational Leadership vs. Transactional Leadership  

The concepts of transformational and transactional leadership theories have been 

linked to employee well-being and performance in multiple studies (Jensen et al., 2016). 

Research has demonstrated that transformational and transactional leadership can 

increase organizational goal attainment (Bellé, 2014). Further, both emphasize how 

leaders can influence the behavior of followers, for the betterment of the organization 

(Hamstra et al., 2014).  
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However, while both can increase organizational goal attainment, they differ in 

some fundamental ways. Transformational leadership has a macro-level focus, as leaders 

seek to change the organizational culture for the better by inspiring followers to become 

more engaged and committed to the overall mission (Feng-Cheng, 2016). In contrast, 

transactional leadership has a more micro-level focus, with leaders seeking to maintain 

the existing organizational culture by exchanging rewards for compliant employee 

behavior (Hamstra et al., 2014).  

Transactional Leadership Theory 

The theory of transactional leadership primarily focuses on leader-follower 

exchanges (Zareen et al., 2015). Transactional leadership theory is based on human 

behavior and focuses on the transactional analysis of personality and personal growth 

(Saad et al., 2018). Transactional leadership encompasses encouraging and guiding 

followers, mainly through appealing to their self-interest. The influence of transactional 

leadership derives from the leader’s title and responsibilities within the organization 

(Hamstra, et al., 2014). The primary goal of the follower is to follow the direction of the 

leader. Followers are driven by the reward concept, which can ultimately be negative or 

positive based on performance (Zhu et al., 2012). 

According to Epitropaki and Martin (2005), transactional leadership inspires 

followers to achieve organizational goals with the expectation of some type of reward. 

When leaders propose rewards and monitor performance for corrective action, this results 

in establishing a relationship between the leader and follower that allows for additional 

learning opportunities and a clear concise understanding of expected job responsibilities 
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within the organization (Dinh et al., 2014). Transactional leadership depends on self-

motivated people who thrive in a structured, guided environment (Feng-Cheng, 2016). 

Historical Foundation of Transactional Leadership 

Weber (1947) initially conceptualized the theory of transactional leadership. 

Transactional theory was advanced by Burns (1978) and described the theory as 

consisting of traits that displayed honesty, fairness, responsibility, and honoring 

commitments. In 1981, Bass expanded the study of transactional leadership theory 

(Dartey-Baah, 2015). Bass (1981) noted the dimensions of transactional leadership as 

contingent reward, passive management by exception, and active management by 

exception. Berne (2016) defined transactional leadership theory as a theory “that 

presumes that perception is based on unconscious assumptions about a person’s 

environment” (p.27). 

Components 

There are three main components of transactional leadership: contingent reward, 

passive management by exception, and active management by exception (Visvanathan et 

al., 2018). 

Contingent Rewards. Contingent rewards focus on the concept of payment or 

incentive as reward in exchange for following instructions or completing a directive 

(Samanta & Lamprakis, 2018). The follower is rewarded positively for good performance 

and negatively for poor performance. Common examples are bonuses and corrective 

action plans (Jensen et al., 2019). 

Management by Exception (Active). Management by exception (active) focuses 

on the leader consistently guiding the follower (Feng-Cheng, 2016). This practice 
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eliminates any room for error and ensures that there is no deviation from original 

instructions (Hamstra et al., 2014). 

Management by Exception (Passive). Management by exception (passive) 

focuses on leaders who intervene when crisis or extreme circumstances arise (Dartey-

Baah, 2015). If a follower does not abide by policies and procedures, the leader provides 

guidance in order to remain on task. Transactional leadership successfully aids in 

accomplishing individual goals and tasks by clearly defining the roles and expectations 

from the leader to the followers (Breevaart et al., 2014). The theory also focuses on lower 

level needs by stressing specific task performance (Saad et al., 2018). When it is 

necessary to quickly change an organizational goal in order to respond to unexpected 

change, transactional leadership theory is more effective than transformational leadership 

theory (Dartey-Baah, 2015). 

Challenges of Transactional Leadership 

Transactional leadership has been criticized for its flaws. I t tends to decrease 

teamwork because it often focuses on individual goals instead of shared goals (Hamstra 

et al., 2014). Transactional leadership also creates a dependency on the leader, thus 

discouraging followers from becoming self-sufficient or independently problem solving 

(Kark et al., 2018). In the instance that followers become non-compliant of organizational 

policies and procedures, leaders must assume control to avoid deviation (Lin et al., 2016). 

Though notably different from transformational leadership theory, transactional 

leadership theory has been found to demonstrate a positive correlation between the 

relationship of employee behavior and employee engagement (Breevaart et al., 2014). 
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Feng-Cheng (2016) also indicates that the relationship between an employee and a 

transactional leader is mutually beneficial. 

Transactional Theory and Leader-Follower Employee Engagement 

Berne (2016) proposes that although many components of transactional leadership 

theory may ineffectively stimulate followers’ work engagement, it is less effective than 

transformational leadership theory. Conversely, the contingent reward component of 

transactional leadership theory is less inspirational than transformational leadership 

theory, but it still motivates followers (Hamstra et al, 2014). Leaders who use contingent 

rewards set clear goals and communicate detailed outcomes for meeting those goals, 

which motivates followers (Bass & Avolio, 1995). The results of Judge and Piccolo’s 

(2004) meta‐analysis showed that contingent reward contributes motivation within the 

organization. Tims et al. (2014) noted that transactional leaders lack the inability to 

influence followers’ work engagement, however. Breevaart et al. (2014) proposed that 

some transactional leadership characteristics are able to inspire followers’ work 

engagement. 

Framework 

According to Bass and Avolio (2004), transactional leaders use rewards to ensure 

that followers perform assigned tasks and meet goals established within the organization. 

The main goal of the transactional leader is not to build a relationship with the follower 

but is to exchange a reward for performing a specific task (Harms & Crede, 2010); 

however, followers become engaged and committed to work to obtain the reward or 

incentive that is being offered.  
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While the relationship and level of leader-follower engagement may not be 

genuine or authentic, transactional leadership theory as a framework allows insight into 

determining whether rewards or monetary incentives actively engage followers within an 

organization (Odumeru & Ogbonna, 2013). The outcomes will assist leaders in 

understanding steps necessary to engage employees and whether spot bonus or 

compensation packages need to be implemented or adjusted in order to receive desired 

results (Kirkbride, 2006). Moreover, inserting gender as a moderating variable will also 

allow insight into whether gender of the leader has a significant impact on developing 

transactional leader-follower relationships (Jones & Swiss, 2014). This theory can be 

useful for examining the leader-follower relationship between frontline supervisors and 

call agents, in which the pressure for daily results can induce supervisors into using 

transactional behaviors like reward incentives (Zareen et al., 2015).  
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Transformational Theory and Leader-Follower Employee Engagement 

The research study focused on the relationship of transformational and 

transactional leadership and leader-follower employee engagement with a moderating 

effect of leader gender. The distinguishing theoretical perspective of transformational 

leadership is the leader’s commitment to trigger employees’ higher order needs (Jensen, 

et al., 2019). According to Sosik and Cameron (2010), leaders who utilize 

transformational leadership theory aim to ensure that all staff members are fully engaged 

and are committed to their jobs. Transformational leaders often convert their followers 

into passionately engaged employees who are ready to voluntarily put in extra work to 

support the vision and mission of the organization. Thus, employee engagement is a 

natural corollary to transformational leadership (Jha & Malviya, 2017). 

Transformational Leadership and Employee Engagement 

In a study to examine the relationship between service orientation, leader-follower 

employee engagement and leadership style, Popli and Rizvii (2015) noted a positive 

correlation between transformational leadership style and employee engagement. 

Additionally, Olcer (2015) proposed that transformational leadership and job satisfaction 

also have a positive relationship. Jones and Swiss (2014) conducted a study on leadership 

gender, reviewing variations in leadership style; additional research is needed to 

determine whether this significantly and reliably impacts employee engagement. There is 

a dearth of research analyzing a potential correlation between employee engagement 

levels and leader gender; thus, creating a knowledge gap (Lewis, 2014). Although there is 

sufficient research on each variable individually, there is a lack of research on the 

interaction between the two variables (Love, 2012). 
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Baumruk (2004) noted that employees demonstrate trust and commitment when 

they are properly engaged in their work environment, because engaged employees 

perform their roles efficiently and effectively. The importance of engagement and 

organizational trust should be acknowledged (Macey et al., 2009, Rich et al., 2010) and is 

necessary for further realistic confirmation within the organization. Employee 

engagement has a significant level of importance among leaders worldwide as it has 

become a recognized belief that meaningful work engagement connects employees to 

their organization by fostering a sense of ownership and loyalty (Macey & Schneider, 

2008; Jena & Pradhan, 2017). By understanding the role gender plays in this aspect of 

transformational leadership, leaders will be able to engage employees even more 

effectively (Jones & Swiss, 2014). 

Leadership, Employee Engagement and Gender 

According to analysis of research by Poddar et al. (2012), a majority of leaders 

exhibit transformational leadership style. This is noteworthy because in studying how 

leadership style adoption improves employee engagement, it is clear that 

supervisor/employee relationships affect employee performance (Sunday, 2016). 

Although there is a knowledge gap on how gender affects transformational leadership’s 

results, according to Kark (2004), women in management use a style of leadership that 

encourages and enforces co-worker engagement. Kark also noted that employees are 

more engaged under female leaders who use transformational styles. Chang et al., (2017) 

proposed that followers of transformational leaders are more willing to put additional 

effort into finishing special projects or meetings approaching due dates. Meanwhile 

Anderson et al., (2015), stated that women are able to be effective guides for their 
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subordinates, based on previous research that emphasized the idea that female leaders are 

better equipped for applying transformational styles. Cossin and Caballero (2013) 

explained that transformational leadership provides better treatment of employees 

including giving extra attention, providing detailed guidance and direction, and active 

listening. 

Leadership and leader-follower employee engagement are arguably important in 

every business; however, analysis of employee engagement in the service industry can be 

especially important to understanding how leadership and gender influence the workforce 

(Kao et al., 2015). 

Leadership, Gender, and Employee Engagement in the Service Industry 

Service industry employees are indispensable to innovating success because of 

their vital role in delivering exceptional customer service to the general public (Lin, 

2013). Research in the service industry has demonstrated that transformational leaders are 

essential to the creation and maintenance of organizational culture (Liao & Chuang, 

2007; Bowen & Schneider, 2014). Leaders who utilize transformational leadership 

“influence employees’ perceptions of the organizational climate for innovation, which 

refers to the degree of support and encouragement an organization provides to employees 

to increase their willingness to take initiative and explore innovative approaches” (Kao et 

al., 2015, p.454). 

In a study to investigate leadership style, gender, and leader-follower employee 

engagement, Ghani, et al. (2018) concluded that female transformational leaders generate 

the most significant levels of employee optimism regardless of the gender of the 

subordinate, and that the most frustrated employees were identified when male 
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subordinates were paired with male transformational leaders. Similarly, male 

subordinates with female leaders had the highest self-esteem levels (Jones & Swiss, 

2014). The highest levels of commitment were noted when female and male subordinates 

were paired with female leaders (Ghani, et al., 2018). This research provides a foundation 

from which to build upon. What remains to be investigated, as the proposed dissertation 

is intended to do, is study how both genders affect employee engagement (Saint-Michel, 

2018). 

Synthesis of the Research Findings 

A review of the literature on leadership style and leader-follower employee 

engagement reveals common themes of integrity, authenticity, and ethical 

communication as key factors in transformational leader-follower and transactional 

leader relationships. These attributes are vital for increasing the level of employee 

engagement within the organization (Liao & Chuang, 2007). These findings assisted the 

current study in identifying the behavior patterns associated with transformational 

leadership and leader-follower employee engagement.  

Integrity in Transformational Leadership 

Consistently adhering to strong principles is an important trait for leaders who 

seek to establish trust among their direct reports, as it indicates integrity on the part of the 

leader (Feng-Cheng, 2016). Whether it be motivational inspiration or idealized influence, 

an organizationally successful leader-follower relationship within the transformational 

leadership theory depends on the follower having confidence in the leader’s judgment. 

Bass (1998) noted that transformational leaders possess personal values that promote 

justice, moral character, virtue, and integrity.  
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According to Verissimo and Lacerda (2015), research indicates that integrity is a 

predictor of transformational leadership behavior. It was also noted that leaders rated 

with higher integrity have a higher engagement level with followers, because they exhibit 

more transformational leadership behaviors (Mozammel & Haan, 2016). Trapero and De 

Lozada (2018) found that both transformational leadership and transactional relationship 

are directly related to integrity and concluded that the relationship of transformational 

leadership with integrity is stronger than the relationship of leadership with transactional 

integrity. These findings add to the extant literature by demonstrating that integrity is 

important as leaders engage more actively in ‘responsible’ behaviors (Verissimo & 

Lacerda, 2015). 

Authenticity in Leadership Styles 

The emphasis on inspiration and role modeling assumes a relationship in which 

the leader’s words and actions are perceived as “real” to the follower (Rothmann & 

Welsh, 2013). A leader whose actions are perceived as being congruent with their words 

is more likely to inspire their followers, and provide behaviors deemed worthy of  

modeling (Sunday, 2016). Johnson et al., (2014) proposed that the transformational 

leader provides increasing levels of support, empowerment, authenticity, and reciprocity 

so that the leader-follower relationship “feels” more egalitarian, interdependent, and 

collaborative; thus, increasing levels of commitment and employee engagement within 

the organization (p. 1075). 

Ethical Communication in Leadership Styles 

The bond between leader and follower is grounded in mutual respect that helps 

the leader be perceived as a positive role model, one from whom the followers are 
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inspired (Kirkbride, 2006). The effect of paternalistic leadership on an ethical workplace 

climate has been studied, specifically the role of the leader in instilling respect for 

organizational policies and procedures (Otken & Cenkci, 2012). In order to be 

successfully maintained, this power dyad, in which the leader’s authority is directed 

toward modifying the behavior of followers, requires that the leader be perceived as 

trustworthy by followers and respectful of their dignity (Ribeiro et al., 2018).  

Interwoven throughout these themes is a consistent emphasis on the relationship 

between leaders and followers (Tims et al., 2014). Integrity, authenticity, and ethical 

communication are subjective attributes, in the sense that the follower must judge the 

leader as having these qualities in order for the leader to be credited with them 

(Mozammel & Haan, 2016). Any leader deemed to lack integrity, authenticity, or to be 

less than ethical in their interactions with their employees will be incapable of idealized 

influence or motivational inspiration (Ribeiro et al., 2018). How the words and actions of 

leaders are perceived by their followers is crucial to employee engagement (Liao & 

Chuang, 2007). Given this importance on shared understanding and accurate perceptions, 

it is very likely that the leader’s gender, and perceived gender roles, can influence the 

leader-follower relationship (Tims et al., 2014).  

Theoretical Contributions 

The theoretical contribution for this research study will expand the field of 

leadership by evaluating the impact of a leader’s gender on the relationship of leadership 

styles and leader-follower employee engagement (Breevaart et al., 2014). 

Transformational and transactional leadership styles were selected because research has 

shown that this theory has become more popular and the most common leadership style 
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within the 21st century (Jensen et al., 2019). The study may show that there is a positive 

correlation between transformational and transactional leadership and leader-follower 

employee engagement, thus equipping leaders with the visibility to behaviors or 

characteristics that increase leader-follower employee engagement and performance. 

Although there has been research conducted on leadership theories and employee 

engagement (Cenkci & Özçelik, 2015), gender has never been evaluated in conjunction 

with leadership theory. This study is guided by the hypothesis that the gender of a leader 

influences the engagement level of the follower (Saint-Michel, 2018). 

Summary 

Leadership style establishes the tone for employee engagement. Leaders may not 

be cognizant of the impact of their leadership style and how leader-follower engagement 

levels are affected. The primary focus of researchers was focused on leadership theories 

such as transformational and transactional leadership. There is a need to understand the 

impact of gender of leader, leadership style and leader-follower employee engagement. 

The limited scope of research on the gender of a leader, leadership style, and leader-

follower employee engagement provided evidence for a gap in the literature, which this 

study was conducted to identify.  
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Chapter 3: Methodology 

This quantitative research study may contribute to the body of knowledge on 

understanding how leadership styles impact employees’ desire to engage, participate, and 

become involved in the organization. Specifically, the study could augment the body of 

knowledge on how front-line employees perceive their respective supervisors’ leadership 

styles correlated to gender and leader-follower employee engagement. Chapter 3 

reiterates the purpose of the study and provides a detailed review of the research design. 

The chapter provides a section reviewing the procedural outline of the study (i.e., 

participants in the study, selection method, details of data collection and analyses) and 

instruments (i.e., surveys and test apparatuses used to collect data and pertinent 

demographic questions). The chapter concludes with an explanation of the practices 

considered and to be implemented to protect the anonymity of participants and ensure 

that the ethical integrity of the research will not be compromised.  

Purpose of the Study 

The objective of this quantitative research study was to apply the theory of 

leadership styles as measured by Multifactor Leadership Questionnaire (Bass & Avolio, 

1999) that relates leader-follower employee engagement, which are measured by the ISA 

Engagement Scale (Soanne et al., 2012). The moderating effect is a leader’s gender as 

measured by demographic data received from the surveys utilized for entry-level, front-

line team leads or supervisors located within call centers in the Southeastern US region.  

I investigated the degree to which the views of leadership style, as measured by 

front line staff participants, influence leader-follower employee engagement within call 

centers in the Southeastern US region. The purpose of this study was to investigate 
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whether there was a significant relationship among transformational and transactional 

leadership results, based on gender and leader-follower employee engagement results. 

According to Ng’ethe et al. (2012), employee engagement is a measurement of 

satisfaction found in a person’s work ethic that inspires them to succeed in a role out of 

loyalty to the company over monetary reward.  

Research Questions and Hypotheses 

There is one research question and associated hypotheses that guided this study. 

RQ1: To what extent does gender moderate the relationship between leadership 

style and leader-follower employee engagement? 

Ho: Gender is not a significant moderator between leadership style and  leader-

follower employee engagement. 

Ha: Gender is a significant moderator between leadership style and leader-

follower employee engagement.  

Research Design  

The research design was a quantitative, non-experimental predictive model. A 

predictive approach is employed when the scholar wants to provide evidence whether the 

independent variable alters the dependent variable with predictor variables (Helm & 

Mark, 2012). The nonexperimental predictive design is used when the variables are not 

manipulated to establish a connection or relationship amongst variables (Gutiérrez-

Santiuste et al., 2015; Reio, 2016). The researcher proposed a theoretical model that 

defines gender as a moderating variable on leadership style, which in turn, predicts 

leader-follower employee engagement. The variables measured were transformational 

leadership style, transactional leadership style, leader-follower employee engagement, 
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and leader gender. Leadership style is the predictor variable, and leader-follower 

employee engagement is the criterion variable with leader gender as the moderating 

variable.  

A survey approach was utilized to examine the influence of leadership styles 

based on gender and leader-follower employee engagement of front-line staff. 

Transformational and transactional leadership style represented the predictor variable in 

this study, and gender of leader and front-line staff represent the nominal control 

variables. A cross-sectional survey was employed to collect data for the study. To 

investigate leadership styles, the Multifactor Leadership Questionnaire (MLQ) instrument 

was used. The MLQ classifies transformational leader characteristics and aids individuals 

in identifying how their peers and subordinates view them (Avolio et al., 1999). The 

instrument’s primary goal is to measure leadership styles from the leader and follower 

point of view (Avolio et al., 1999).  

The MLQ has been proven to be valid and reliable. (Avolio et al., 1999). The 

MLQ instrument was validated through research conducted by Bass and Avolio (1995). 

The original confirmatory factor analysis conducted in 1995 consisted of 1,394 subjects 

from multiple sample populations; the analysis revealed the initial validation of the 

instrument. Bothma and Roodt (2013) tested the reliability and the validity of this 

instrument further by ensuring that employees had been employed with the organizations 

for a substantial amount of time. 

To investigate leader-follower employee engagement, the Intellectual Social and 

Affective ISA Engagement Scale was used. The ISA engagement scale is based on the 

view that engagement has an intellectual, social and an affective dimension. Taken 
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together, these three give an overall level of engagement for each person (Soane et al., 

2012). To quantify the reliability and validity of the instrument, a study was conducted 

based on employee engagement (Phuangthuean et al., 2018). The results showed that all 

sub-scales of the latent variable (employee engagement) had a high level of reliability 

using Cronbach Alpha. The measurement models of the three dimensions (intellectual 

engagement, social engagement, and affective engagement) was a good fit with empirical 

data.  

Qualtrics, an online survey tool, socialized the surveys utilizing a random 

sampling method. Anonymity was provided to the targeted population through the 

recruitment strategy of Qualtrics. Initializing Qualtrics to provide the sample recruitment 

resulted in reducing researcher bias and conflicts of interest related to the data collection 

process. Demographic data such as gender and job position were identified via Qualtrics. 

Once the targeted number of respondents had completed the online survey, data were 

transferred into SPSS 28 software for statistical analysis (Baysak & Yener, 2015). The 

method of analysis was multiple regression analysis, which assisted in identifying the 

purpose of the study. Multiple regression analysis assessed the predictability of 

leadership style in employee turnover intention among front line staff and leaders. The 

outcomes of the multiple regression analysis revealed whether a significant relationship 

exists between leadership style, gender, and leader-follower employee engagement.  

Target Population and Sample 

This section reviews the targeted population and sample for the current study. The 

study included front line employees within the United States only. The sample frame is 

from entry-level front-line employees located in the Southeastern US region. This study 
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used a stratified random sampling of a specified number of participants stratified from 

various departments of an organization, based on employment class and level. The 

sample size was computed by using G*Power 3 (Faul et al., 2009) for multiple regression 

analysis, based on a confidence interval of 95%, error probability of .05, and a medium 

effect size of .15 (Shieh, 2009). According to the results, a multiple regression analysis 

with one independent variable requires a minimum of 100 participants, equally divided 

among employees and managers. 

Procedures  

This section of Chapter 3 provides an outline of the procedures used to perform 

the study. The outline includes participant selection, protection of the participants, data 

collection, and data analysis.  

Participant Selection  

The chosen sampling design was stratified random sampling via Qualtrics used to 

recruit participants for the study (Cohen & Xu, 2015). The population for this survey was 

entry-level front-line team leads or supervisors located within call centers in the 

Southeastern US region. Utilizing this industry allowed the sample size requirements to 

be met. Online survey panel companies procured recruitment. The secondary source of 

recruitment was social media groups such as LinkedIn. Invitations for research study 

participation with my email contact information included for questions were sent 

randomly. The invitation provided the general purpose of the research, identified any 

associated risks, and explained the benefit of the research. The invitation also included 

the estimated time to complete (20 minutes), as well as any incentives that were offered. 
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In addition, participants that expressed initial interest were provided the option to 

agree to continue or decline participation. Upon agreement, participants were required to 

answer inclusion criteria questions to ensure that they qualify. The inclusion criteria were 

having a high school diploma or higher, five or more years employed with the 

organization, and they must be older than 25 years. The participants not selected were 

mailed a letter explaining why they were not selected and thanking them for their 

willingness to participate. 

Protection of Participants  

Participant protection is based on the three principles discussed in the Belmont 

Report (U.S. Department of Health and Human Services, 1979): justice, respect of 

persons, and beneficence. Participants received information about the study and were 

provided with an informed consent form prior to participation (Ateudjieu et al., 2019). 

The informed consent form outlined minimum risk to the participant and noted that if the 

participant had any concerns or discomfort, the participant could discontinue at any time. 

The information provided participants with an overview of the study, including the 

purpose. The consent form also identified concerns participants might have about the data 

they provide, and if there were any potential harmful concerns. Data were collected 

through a third-party online company, which will provide complete anonymity, and the I 

did not provide or allow access to personal identifying information of the participants. All 

data collected from the participants were secured to prevent leakage.  
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Data Collection  

Qualtrics, a third-party online survey company, facilitated the data collection 

process and participant recruitment/selection process. The collection of data and 

recruitment of prospective participants began after receipt of Institutional Review Board 

(IRB) approval from Walden University; IRB approval number 12-22-22-0379207. 

Qualtrics sent emails to individuals, based on researcher-identified criteria, inviting them 

to participate in the study. The emails consisted of a link routing the participant to the 

survey site. Once the site had been accessed, participants were directed to an informed 

consent document that provided specific details of the study, including the following: a 

general overview of the study; the length of the survey and approximately how long it 

would take to complete it; assurance the survey will be utilized in complete anonymity 

and confidentiality; minimal risks involved, directly or indirectly, which might occur as a 

result of participating in the study; and the option to withdraw from the survey at any 

time without consequence. Once participants clicked “Agree to Participate,” they 

progressed to the next page where they were asked to complete the following 

demographic questions:  

1. What is your gender?  

2. What is your race/ethnicity?  

3. What year were you born?  

4. What is your current position at the organization?  

5. How long have you been employed by the organization?  

6. What characteristics best describe your leader?  
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These questions allowed the principle investigator to provide a characterizing description 

of the people involved in the study. After completing the demographic assessment of the 

survey, participants were directed to the survey itself.  

Data were stored with the online survey tool until such a time when the data could 

be downloaded. Data collected did not include any personal identification information. 

Only survey responses were downloaded. Data were stored on a flash drive and external 

hard drive before being locked in a home safe and locked filing cabinet, respectfully. The 

online survey tool removed all data associated with the survey for this study. After the 

required seven-year timeframe outlined by Walden University’s IRB requirements, all 

data collected will be destroyed by reformatting the hard drive and flash drive, thus 

erasing the data.  

 Data Analysis 

The quantitative research design was non-experimental and used multiple linear 

regression to test hypotheses. After the surveys were completed and a required minimum 

number of participants were confirmed, all subsequent data collected from both the 

demographic assessment and the survey were exported from Qualtrics into an Excel 

spreadsheet located in a secure and private folder accessible only by the principal 

investigator. The data was analyzed in order to identify outliers, aberrations, 

incompleteness, and participants who did not meet any of the inclusion criteria. After 

auditing for inclusion criteria and extracting surveys that did not meet these standards, the 

total participants for qualifying surveys were identified.  
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Descriptive Statistics 

An analysis of the demographics was summarized to provide a descriptive optic 

of the participants. The total number of participants by age, job position, generational 

class, and ethnicity were outlined in order to obtain an overall score for each subcategory 

of the MLQ-5X. The MLQ-5X has a trichotomous categorical score based on 

Transformational Leadership (TFL) and Transactional Leadership (TRN). From this 

assessment, demographics that highlighted the average categorical MLQ5X primary 

category scores were noted. An examination of the descriptive statistics was performed 

utilizing SPSS 28 prior to analyzing the collected data. The central tendency, including 

mean, standard deviation, maximum, minimum, and variances, for each variable was also 

examined. Conducting a statistical analysis prior to hypothesis testing validated the 

assumptions of the multiple regression analysis. SPSS analysis provided graphs to 

represent the normality presented by the data and to assess the Durbin-Watson value, 

standard deviation, mean, minimum, and maximum pertaining to the assumptions of a 

multiple regression analysis.  

Hypothesis Testing  

Data analysis included multiple regression analysis to process the data collected 

in SPSS 28 (Hoyt et al., 2008). Data collected from the surveys included the items on the 

MLQ-5X rater form, as well as items selected from the ISA Engagement Scale. Since the 

focus of the study was to determine the relationship between leadership style, gender, and 

employee engagement among front line staff, a multiple regression analysis was 

conducted to show if there is a significant relationship between the variables. 

Assumptions that were tested for during data analysis included continuous dependent and 
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independent variables, independence of residuals, linearity, homoscedasticity, 

multicollinearity, normality, and a check for unusual points (Laerd Statistics, 2018a). The 

independent variables for the study are transformational leadership and transactional 

leadership. The dependent variables are leader-follower employee engagement and leader 

gender. Substantiation of multiple linear regression assumptions included the following: 

(a) existence of at least two continuous independent variables, (b) one continuous 

dependent variable, (c) testing for linearity, (d) testing for homoscedasticity, (e) testing 

for multicollinearity, (f) independence of residuals, (g) checking for unusual points, and 

(h) checking for normality (Laerd Statistics, 2018a). coefficients and statistical 

significance.  

Ethical Considerations 

The principle ethical considerations in this study were to fully inform, safeguard 

the identity, ensure safety, and protect the rights of each participant in terms of the 

acquisition, evaluation, and dissemination of information gained from the study. To 

accomplish this, I fully complied with the Belmont Report (U.S. Department of Health 

and Human Services, 1979), which identifies the three basic principles of beneficence: 

justice, and respect for persons for safeguarding participants. When conducting research 

involving the inclusion and participation of human subjects, respect of a person is not 

only an ethical principle but is paramount throughout the course of the research (Adashi 

et al., 2018). To ensure that ethics codes are not breached, all data obtained were 

anonymous and in compliance with Walden’s rules and regulations and IRB. According 

to Creswell (2014), “Researchers need to protect their research participants; develop a 
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trust with them; promote the integrity against research; and guard against misconduct or 

impropriety that might reflect on their organizations” (p. 92).  

There was no coercion in recruiting. All participants were advised via informed 

consent that participation was voluntary, and that confidentiality will be maintained by 

utilizing a third-party survey company. Participants were protected by obtaining 

anonymous submissions; demographic data obtained was limited. Ethical considerations 

were minimal, as the focus of the study was on transformational and transactional 

leadership, gender, and employee engagement; only specific information from the call 

center population such as leadership styles, gender of leader, and level of engagement 

were required.  

Summary 

Chapter 3 included the purpose of the study and the methodological process. The 

research questions were provided, and the research design was explained in explicit 

detail. Also included in this chapter were methods to protect the participants, me as the 

researcher, and Walden University.  
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Chapter 4: Results 

The purpose of this quantitative study was to investigate the degree to which the 

views of transformational and transactional leadership style, based on the gender of the 

leader, influence employee engagement within call centers in the Southeastern US region. 

The research may expand the field of leadership by confirming whether the gender of a 

leader is a vital factor in establishing relationships with employees and building 

relationships that result in engagement and commitment to the organization. Chang et al. 

(2017) proposed that research will give insight on the role of other factors on the 

relationship of transformational leadership and employee engagement.  

Background 

The principle directive of this quantitative research endeavor was to explore how 

perceived leadership styles and leader gender have an impact on employees’ desires to 

want to engage with their organization. Central to this query was to ascertain whether the 

gender of a leader was an additional controlling factor on leader-follower employee 

engagement scores. Hierarchical multiple linear regression analysis addressed the 

objectives of this study. The following research question and hypothesis directed this 

study:  

RQ 1: To what extent does gender moderate the relationship between leadership 

style and employee engagement? 

Ho: Gender is not a significant moderator between leadership style and employee 

engagement. 

Ha: Gender is a significant moderator between leadership style and employee 

engagement.  
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Chapter four is organized into four main sections. The first section provides the 

introduction and background of the study. The second section offers a discussion of the 

sample population. The third section provides the results of the hypothesis testing, 

including the discoveries from the reliability analysis, descriptive statistics, data 

screening, and multiple regression analysis. The fourth section provides a chapter 

summarization of the study’s results.  

Description of the Sample 

Data were collected from February 18, 2023 to March 6, 2023, through an online 

survey company, Qualtrics. The data were exported from Qualtrics directly to SPSS. One 

hundred and seventeen (117) participants entered the survey. Six participants did not 

answer any of the survey questions on either the Intellectual Social and Affective ISA 

Engagement Scale (ISA) or the Multifactor Leadership Questionnaire (MLQ). Therefore, 

they were deleted from the dataset. An additional eight participants only answered 

questions on the ISA but none for the MLQ. They were also deleted from the dataset. 

This left a sample size of 103. One case was deleted because there were an insufficient 

number of items completed for a score to be computed for transformational leadership. 

This left a sample size of 102.  

Four demographic questions were asked. The largest group of participants were 

35-44 years old (40.2%, n = 41). The second largest group was 25-34 years old (31.4%, n 

= 32), and the third largest group was 45-54 years old (16.7%, n = 17). The smallest age 

groups represented were respondents 18-24 years old (2.9%, n = 3), and those who were 

55-64 years of age (8.8%, n = 9). Most participants were females (71.6%, n = 73), 

whereas 27.5% (n = 28) were males. Also, 1.0% (n = 1) did not identify as a specific 
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gender. Regarding current position within the organization, 73.3% (n = 74) were 

customer service representatives, 14.9% (n = 15) were managers, and 11.9% (n = 12) 

were supervisors. Finally, participants were asked about the gender of their leader. Most 

respondents (53.9%, n = 55) had female leaders, whereas 46.1% (n = 47) reported having 

male leaders. Sample demographics are summarized in Table 1. 

Table 1 
 

Sample Demographics 

Variable Description N % 

Age 

18-24 years old 3 2.9 

25-34 years old 32 31.4 

35-44 years old 41 40.2 

45-54 years old 17 16.7 

55-64 years old 9 8.8 

Participant Gender 

Male 28 27.5 

Female 73 71.6 

I do not identify as a specific 

gender. 

1 1.0 

Current Position in Organization 

Customer Service 

Representative 

74 73.3 

Manager 15 14.9 

Supervisor 12 11.9 

Gender of Leader 
Male 47 46.1 

Female 55 53.9 

Note. Percentage = valid percent and valid percent represents the percentage of participants who fall into each category 

relative to the number of participants who answered the question 
 

Results 

To facilitate ease of computing the scores for the variables of interest, survey item 

numbers in the SPSS dataset were changed to match the instrument item numbers on the 

original instruments. For instance, items on the Intellectual Social and 

Affective Engagement Scale (ISA) were renumbered ISA_1 to ISA_6. Items on the 
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Multifactor Leadership Questionnaire (MLQ) were renumbered in accordance with the 

underlying dimension for each leadership style. For instance, if an item corresponded to 

the Individual Consideration (IC) dimension on the MLQ, which is associated with the 

transformational leadership variable, it was renumbered according to its number in the 

scoring manual (i.e., IC_15). Other items were derived from the Idealized Behaviors (IB) 

dimension, Contingent Reward (CR), Idealized Attributes (IA), and Management-by-

Exception Active (MBEA). Thus, transactional leadership was represented by two items 

on the survey (CR_1, MBEA_4). Transformational leadership was represented by five 

items on the survey (IB_6, IC_15, IA_21, IA_13, IC_21). The reliability was computed 

for the variables of interest. Scores were then computed for the variables of interest. 

Instrument Reliability for Sample 

The reliability of the sample was tested with Cronbach’s alpha. The internal 

consistency for leader-follower engagement was excellent (α = .913) based on generally 

accepted criteria (DeVellis, 2012); however, for transactional leadership, the internal 

consistency was unacceptable (α = .164). Nevertheless, the internal consistency for the 

transformational leadership style was acceptable (α = .735). Reliability coefficients are 

presented in Table 2. A decision was made to drop it from further analysis due to the 

unacceptably low reliability rating for transactional leadership in this study.  
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Table 2 
 

Reliability Coefficients 

Variable N of Items Cronbach’s alpha Interpretation 

Leader-Follower Engagement 6 .913 Excellent 

Transactional Leadership 2 .164 Unacceptable 

Transformational Leadership 5 .735 Acceptable 

Note. Reliability interpretations were based on generally accepted criteria (DeVellis, 2012) 

Descriptive Statistics 

Scores for leader-follower engagement ranged from 1.00 to 4.00 (M = 1.69, SD = 

0.78). Scores for transformational leadership ranged from 1.00 to 4.40 (M = 2.46, SD = 

0.67) Descriptive statistics are presented in Table 3. 

Table 3 

 
Descriptive Statistics 

Variable N Minimum Maximum M SD 

Leader-Follower Engagement 102 1.00 4.00 1.69 0.78 

Transformational Leadership 102 1.00 4.40 2.46 0.67 

 

Research Question/Hypothesis Testing 

The research question asked, “To what extent does gender moderate the 

relationship between leadership style and employee engagement?” The research question 

was tested with moderation analysis. Specifically, hierarchical multiple linear regression 

was conducted. In Step 1 of the model, the transformational leadership style was entered. 

Leader gender, the moderator variable, was also entered. In Step 2 of the model, the 

interaction term (leader gender * transformational leadership style) was added. Prior to 

adding the interaction term, the continuous variable, transformational leadership style 

was mean centered to reduce the possibility of collinearity. Mean centering the variable 

was accomplished by subtracting the mean of transformational leadership (M = 2.46) 
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from each raw score for transformational leadership, and then multiplying the difference 

by the dichotomous variable of gender. Gender was dummy coded “1” for female and “0” 

for male. In addition, the assumptions of multiple linear regression were tested.  

Testing for Linearity 

An assumption of multiple linear regression is that the collective independent 

variables are linearly related to the dependent variable and also that each independent 

variable is linearly related to the dependent variable. This assumption was tested by 

plotting a grouped scatterplot of the dependent variable (employee engagement) against 

the independent variable (transformational leadership),  grouped by the moderator 

(gender). Based on the scatterplot generated, there is strong enough evidence to suggest 

the relationship between the independent and dependent variables is linear for each group 

of the moderator variable. The lines of best fit were superimposed to illustrate the 

linearity. Additionally, the relationship appears to be positive; that is, larger values of the 

independent variable (transformational leadership) are associated with larger values of 

the dependent variable (employee engagement) for both groups of the moderator variable. 

To summarize, linearity was established by visual inspection of a scatterplot. See Figure 

1. 
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Figure 1 

 
Scatterplot of Transformational Leadership and Employee Engagement by Gender to 

Illustrate Linearity Assumption 
 

 

Testing for Multicollinearity 

Multiple linear regression assumes that there is no multicollinearity among the 

independent variables. Multicollinearity occurs when the independent and moderator 

variables are highly correlated with each other. This leads to problems with 

understanding which variable contribute to the variance explained , as well as technical 

issues in calculating a multiple regression model. Multicollinearity reduces the precision 

of the estimate coefficients, which then weakens the statistical power of the regression 
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model (Bastin, 2020). If multicollinearity is present, the p-values to identify independent 

variables that are statistically significant might be questionable. Multicollinearity was 

tested using the variance inflation factor (VIF). VIF values should be well below 10. VIF 

values ranged from 1.17 to 2.33. Therefore, there was no evidence of multicollinearity. 

VIF values are presented in Table 4. 

Table 4 
 

Collinearity Statistics 

 Variable VIF 

1 (Constant)  

Leader Gender 1.17 

Transformational Leadership 1.17 

2 (Constant)  

Leader Gender 1.17 

Transformational Leadership 2.33 

Interaction 2.12 

Note. Dependent variable = Leader-follower engagement. Gender: Male = 0, Female = 1. N = 101 

 

Testing for Outliers 

Multiple linear regression assumes that there are no multivariate outliers. This 

was tested by analyzing the residuals. A residual is the difference between the observed 

and the model predicted values of the dependent variable. Any cases that exceeded ±3 

standard deviations from the mean were candidates for exclusion. Standardized residuals 

ranged from -2.39 to 2.64 and were therefore within normal limits. Therefore, no 

multivariate outliers were detected. See Table 5. 
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Table 5 
 

Residuals Statistics 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value  1.13 3.14 1.68 0.46 101 

Residual -1.51 1.67 .00 0.62 101 

Std. Predicted Value -1.20 3.19 .00 1.00 101 

Std. Residual -2.39 2.64 .00 0.98 101 

Note: Dependent Variable: Leader-Follower Engagement 

 

Testing for Homoscedasticity 

Multiple linear regression assumes that all sets of values of the independent 

variables are the same or constant across all levels of the independent variables. This is 

known as the homoscedasticity assumption. To test the assumption of homoscedasticity, 

a scatterplot of regression standardized residuals by standardized predicted values was 

generated. If there is no homoscedasticity, the points of the plot will exhibit no pattern 

and will be approximately constantly spread (in the y-axis) across the predicted values (x-

axis) for both groups (male and female leaders). There was homoscedasticity, as assessed 

by visual inspection of the standardized residuals plotted against the standardized 

predicted values for male and female leaders. See Figure 2. 
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Figure 2 
 

Regression Standardized Residuals by Standardized Predicted Values 

 
 

Testing for Normality 

Multiple linear regression assumes that the residuals are normally distributed. 

This assumption was tested by generating a histogram of the residuals and also a P-P 

Plot. Visual inspection of a histogram revealed that the residuals were approximately 

normally distributed. See Figure 3. 
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Figure 3 
 

Histogram of Residuals 

 

Normality of the residuals was further assessed with a Normal P-P Plot. In 

looking at the P-P plot for the model, the closer the dots lie to the diagonal line, the closer 

to normal the residuals are distributed. Examination of the Normal P-P Plot suggested 

that there could be a possible problem with normality, as most of the dots are not 

touching the line; however, the assumption of normality is the least important assumption 

of multiple linear regression, and moderate violations of this assumption have little effect 

on the analysis (Knief & Forstmeier, 2021). Moreover, as previously mentioned, there 
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were no multivariate outliers detected, which in this case makes a stronger argument for 

proceeding with the analysis. See Figure 4. 

Figure 4 
 
Normal P-P Plot of Regression Standardized Residuals 

 

The model summary is provided in Table 6. Regression coefficients are presented in 

Table 7. 
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Table 6 
 

Model Summary 

Model R R2 Adjusted R2 

Std. Error of 

the Estimate 

Change Statistics 

R2Δ FΔ df1 df2 Sig. FΔ 

1 .550a .302 .288 0.65 .302 21.23 2 98 .000 

2 .591b .350 .330 0.63 .047  7.09 1 97 .009 

Note: a. Predictors (Constant), Transformational Leadership, Leader Gender; b. Predictors (Constant), 
Transformational Leadership, Leader Gender, Interaction; c. Dependent Variable: Leader-Follower Engagement 

 

Table 7 

 
Regression Coefficients 

 Variable B SE B β t p 

1 (Constant)  0.62 0.31   1.98 .050 

Leader Gender*  -0.34 0.14 -0.22 -2.41 .018 

Transformational Leadership***  0.50 0.11 0.43  4.67 .000 

2 (Constant) -0.14 0.42  -0.35 .730 

Leader Gender*  -0.32 0.14 -0.21 -2.34 .021 

Transformational Leadership***  0.78 0.15 0.66 5.29 .000 

Interaction** -0.56 0.21 -0.32 -2.66 .009 

Note. Dependent variable = Leader-follower engagement; Gender: Male = 0, Female = 1; N = 101; *p < .05, **p < .01, 

***p < .001  
 

The regression model at step 1 was statistically significant, F(2, 98) = 21.23, p < 

.001, R2 = .302. With an R2 value of .302, 30.2% of the variance in leader-follower 

engagement can be explained by step 1 of the model with leader gender and 

transformational leadership collectively. However, when the interaction term was added 

to the model, it resulted in a significant RΔ of .047 making the total R2 of .350, which 

means that the full model explained 35.0% of the variance in leader-follower 

engagement, p = .009. This also means that gender moderated the relationship between 

transformational leadership and leader-follower engagement.  
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Examination of the univariate statistics at step 1 of the model revealed that there 

was a significant, negative relationship between gender and leader-follower engagement 

(β = -0.22, t = -2.41, p = .018). Based on the variable coding, this means that female 

leaders had significantly lower leader-follower engagement than male leaders. At step 1, 

there was also a significant, positive relationship between transformational leadership and 

leader-follower engagement (β = 0.43, t = 4.67, p < .001). As transformational leadership 

increased by one standard deviation, leader-follower engagement increased by 0.43 

standard deviations.  

In Step 2 of the model, when the interaction term was added, there was a 

significant, negative relationship between leader gender and leader-follower employee 

engagement (β = -0.21, t = -2.34, p = .021). Again, based on the variable coding, this 

means that female leaders had significantly lower leader-follower engagement than male 

leaders. There was also a significant, positive relationship between transformational 

leadership and leader-follower employee engagement (β = 0.66, t = 5.29, p < .001). As 

transformational leadership increased by one standard deviation, leader-follower 

engagement increased by 0.66 standard deviations. Moreover, the interaction term was 

statistically significant (β = -0.32, t = -2.66, p = .009). This means that gender moderated 

the relationship between transformational leadership and leader-follower employee 

engagement.  

Moderation analysis was also conducted using the Hayes Process Macro. The 

Hayes Process Macro can generate the syntax for visualizing the interaction. For both 

female and male leaders who scored low on transformational leadership, they appeared to 

score equally low on leader-follower employe engagement. For both female leaders and 
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male leaders, a higher score on transformational leadership was associated with a higher 

score on leader-follower employee engagement: however, at the equally highest levels of 

transformational leadership for both male and female leaders, male leaders had 

significantly higher leader-follower employee engagement than female leaders. This is 

illustrated in Figure 5. 

Figure 5 
 

Interaction of Leader Gender and Transformational Leadership in Relation to Leader-
Follow Employee Engagement 

 

Ho stated that gender is not a significant moderator between leadership style and 

employee engagement. The interaction term was statistically significant (β = -0.32, t = -

2.66, p = .009). This means that gender moderated the relationship between 

transformational leadership and leader-follower employee engagement. Therefore, the 

null hypothesis was rejected.  
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Summary 

It was determined that the selected survey items transferred to the online platform, 

Qualtrics, were reliable for leader-follower employee engagement and the 

transformational leadership style, but not reliable for the transactional leadership style, 

which was represented by two items. As a result, transactional leadership was excluded 

from further analysis. One research question and one associated hypothesis were 

formulated for investigation. It was determined that male leaders had significantly higher 

leader-follower engagement than female leaders. Gender moderated the relationship 

between the transformational leadership style and leader-follower employee engagement. 

For both female and male leaders who scored low on transformational leadership, they 

appeared to score equally low on leader-follower employe engagement. For both female 

leaders and male leaders, a higher score on transformational leadership was associated 

with a higher score on leader-follower employee engagement; however, at the equally 

highest levels of transformational leadership for both male and female leaders, male 

leaders had significantly higher leader-follower employee engagement than female 

leaders. Implications and recommendations will be discussed in Chapter Five.  
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Chapter 5: Discussion, Conclusions, and Recommendations 

Chapter 5 is the summary of the results from the analysis of data collected to 

examine the effect of gender on the relationship between leadership style and employee 

engagement. The chapter includes a more in-depth description of the population sample, 

a summary and interpretation of the findings, limitations, and implications of the study. 

The recommendations for future research and summary conclude the study. 

Interpretation of the Findings 

The results of the study and data analysis should be examined with appropriate 

value in relation to the research question that directed the study. The research 

methodology was statistically symmetric; the research question examined independent, 

dependent, and moderating variables.  In addition, the research question, analyzed via a 

multiple regression analysis with a significance value of p < .05, investigated to what 

extent did gender moderate the relationship between leadership style and leader-follower 

employee engagement. The reliability of the sample was tested with Cronbach’s alpha. 

The internal consistency for leader-follower engagement was excellent (α = .913) based 

on generally accepted criteria (DeVellis, 2012). However, for transactional leadership, 

the internal consistency was unacceptable (α = .164). Due to the unacceptably low 

reliability rating for transactional leadership in this study, a decision was made to drop it 

from further analysis. The regression model at step 1 (Table 7) was statistically 

significant, F(2, 98) = 21.23, p < .001, R2 = .302. With an R2 value of .302, 30.2% of the 

variance in leader-follower engagement can be explained by step 1 of the model with 

leader gender and transformational leadership collectively; however, when the interaction 

term was added to the model, it resulted in a significant RΔ of .047 making the total R2 of 
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.350, which means that the full model explained 35.0% of the variance in leader-follower 

engagement, p = .009. This also means that gender moderated the relationship between 

transformational leadership and leader-follower engagement.  

Examination of the univariate statistics at step 1 of the model revealed that there 

was a significant, negative relationship between gender and leader-follower engagement 

(β = -0.22, t = -2.41, p = .018). Based on the variable coding, this means that female 

leaders had significantly lower leader-follower engagement than male leaders. At step 1, 

there was also a significant, positive relationship between transformational leadership and 

leader-follower engagement (β = 0.43, t = 4.67, p < .001). As transformational leadership 

increased by one standard deviation, leader-follower engagement increased by 0.43 

standard deviations.  

In Step 2 of the model, when the interaction term was added, there was a 

significant, negative relationship between leader gender and leader-follower employee 

engagement (β = -0.21, t = -2.34, p = .021). Again, based on the variable coding, this 

means that female leaders had significantly lower leader-follower engagement than male 

leaders. There was also a significant, positive relationship between transformational 

leadership and leader-follower employee engagement (β = 0.66, t = 5.29, p < .001). As 

transformational leadership increased by one standard deviation, leader-follower 

engagement increased by 0.66 standard deviations. Moreover, the interaction term was 

statistically significant (β = -0.32, t = -2.66, p = .009). This means that gender moderated 

the relationship between transformational leadership and leader-follower employee 

engagement.  
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Limitations of the Study 

There were several limitations identified in this study. The first limitation was the 

small, though acceptable, sample population for the study (N = 102). Even though the 

number of participants met the recommended minimum sample population of 100, it was 

marginalized because of the inclusion criteria. Specifically, participants were employed 

in the customer service industry and belonged to a specific age group with a specific job 

title. These limitations yielded a low external validity with the variable of transactional 

leadership. This prevented the study from having more expansive access to the survey 

database, which could have yielded a more robust sample population, potentially 

increasing the generalizability of the study. 

Recommendations for Future Research 

The limitations exposed in the study led to several considerations for further 

research. While the results were valid, there was low external validity with the variable 

transactional leadership. Addressing the limitation of occupational industry, the first 

consideration for further research would be to include participants from other 

occupational industries rather than limiting studies to a single industry. This 

consideration would allow researchers to have a more expansive sample population, and 

the results could be more generalized across multiple industries. Another consideration 

for the study would be to replicate the study but examine each leadership style 

independently and exclusively. The study examined leaders’ perceived leadership from 

the transactional and transformational leadership subsets of the MLQ-5X. The findings 

indicated a low external validity relationship existed with transactional leadership; this 

suggests that a study focused exclusively on a single leadership style may yield similar 
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results. Another consideration would be to explore how leaders’ perceived leadership 

styles impact other levels of employees, rather than limiting the sample to front-line 

employees in one industry. Performing a study to examine other industries and working 

classes would allow a more robust analysis of how other populations interpret gendered 

leadership, as well as how that perception impacts employee engagement. 

Implications 

The findings from this quantitative study present implications from both a 

leadership and social perspective. From a social problem perspective, the most apparent 

implication of the study resides in that there are disproportional levels of a specific 

gender of a leader, resulting in the opposite gender being more successful, which can 

cause employees to perceive the leadership styles differently. With respect to leadership 

within an organization, an implicating force exposed in the study was employee 

engagement, and turnover is impacted by leadership style and gender of the leader.  

Leaders who use transformational leadership’s tactics of motivation, stimulation, 

consideration, and idealized influence positively change individual personnel (Tyssen et 

al., 2014). Even though the findings in this study yielded no significant relationships 

between generational age leadership perceptions and turnover intention, the findings do 

not necessarily conclude such relationships cannot exist. The results of this study could 

provide greater clarity of what variables (e.g., generational age and the specific 

leadership qualities attributed to their leadership style) could make leaders more 

competent and effective, which leaders may not have previously considered. 
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Conclusion 

In order to identify the most vital theories of leadership, the major components of 

the theory and the implications surrounding them must be analyzed and interpreted (Bass, 

1990). Two common leadership theories, transformational leadership theory and 

transactional leadership theory (Thomas, 2015), were examined. The primary focus of 

this study was to investigate the degree to which the views of transformational and 

transactional leadership style, based on gender, influence employee engagement within 

call centers in the Southeastern US region. 

This study was a quantitative investigation with a multiple regression analysis, 

with participants utilizing MLQ-5X leadership scores and employees’ ISA Engagement 

Scale scores. Participants (N = 102) completed both survey instruments. Ho stated that 

gender is not a significant moderator between leadership style and employee engagement. 

The interaction term was statistically significant (β = -0.32, t = -2.66, p = .009). This 

means that gender moderated the relationship between transformational leadership and 

leader-follower employee engagement. Therefore, the null hypothesis was rejected. When 

examining both female leaders and male leaders, a higher score on transformational 

leadership was associated with a higher score on leader-follower employee engagement. 

However, at the equally highest levels of transformational leadership for both male and 

female leaders, male leaders had significantly higher leader-follower employee 

engagement than female leaders. The rational assumption, which can be affirmed from 

these results, is that a robust, extensive investigative study providing a deeper exploration 

and analysis into leadership styles of supervisors’ and gender could impact employee 

engagement at all levels. 



62 
 

 

References 

Adashi, E. Y., Walters, L. B., & Menikoff, J. A. (2018). The Belmont Report at 40: 

Reckoning with time. American Journal of Public Health, 108(10), 1345–1348. 

https://doi.org/10.2105/AJPH.2018.304580 

Ahmad, A., Halim Abdul Majid, A., & Lazim Mohd Zin, M. (2015). The measurement of 

the effectiveness of leadership styles for organizational commitment in Pakistan. 

Asian Social Science,11(25), 135. https://doi.org/10.5539/ass.v11n25p135 

Ali, N. M., Jangga, R., Ismail, M., Kamal, S. N.-I. M., & Ali, M. N. (2015). Influence of 

leadership styles in creating quality work culture. Procedia Economics and 

Finance, 31, 161–169. https://doi.org/10.1016/S2212-5671(15)01143-0 

Al-Ibrahim, A. (2014). Quality management and its role in improving service quality in 

the public sector. Journal of Business and Management Sciences, 2(6), 123–147. 

https://doi.org/10.12691/jbms-2-6-1 

Andersen, J. (2015). Barking up the wrong tree. On the fallacies of the transformational 

leadership theory. Leadership & Organization Development Journal, 36(6), 765–

777. 

Avolio, B. J., Bass, B. M., & Jung, D. I. (1999). Re-examining the components 

of  transformational and transactional leadership using the multifactor leadership 

questionnaire. Journal of Occupational and Organizational Psychology, 72, 441–

462. 

  



63 
 

 

Banks, G. C., McCauley, K. D., Gardner, W. L., & Guler, C. E. (2016). A meta-analytic 

review of authentic and transformational leadership: A test for redundancy. The 

Leadership Quarterly, 27(4), 634–652. 

https://doi.org/10.1016/j.leaqua.2016.02.006 

Bass, B. (1998). Leadership: Good, better, best. Organizational Dynamics, 26–40. 

Bass, B. M. (1985). Leadership and performance beyond expectation. Free Press. 

Bass, B. M. (1990). From transactional to transformational leadership: Learning to share 

the vision. Organizational Dynamics, 19–31. 

Bass, B. M., & Avolio, B. J. (1999). MLQ Multifactor Leadership Questionnaire, leader 

form, rater form, and scoring. Mindgarden. 

Bass, B. M., & Avolio, B. J. (2004). Multifactor leadership: Questionnaire-5X short 

form. Mindgarden. 

Bastin, A. (2020, April 11). Multicollinearity in regression analysis: Problems, detection, 

and solutions. https://www.datasciencecentral.com/multicollinearity-in-

regression-analysis-problems-detection-and/ 

Baumruk, R. (2004). The missing link: The role of employee engagement in business 

success. Workspan, 47, 48–52. 

Bellé, N. (2014). Leading to make a difference: A field experiment on the performance 

effects of transformational leadership, perceived social impact, and public service 

motivation. Journal of Public Administration Research and Theory, 24(1), 109–

136. https://doi.org/10.1093/jopart/mut033 

Berne, E. (2016). Transactional analysis in psychotherapy: A systematic individual and 

social psychiatry. Pickle Partners Publishing. 



64 
 

 

Bothma, C. F. C., & Roodt, G. (2013). The validation of the turnover intention scale. SA 

Journal of Human Resource Management, 11(1). 

https://doi.org/10.4102/sajhrm.v11i1.507 

Bowen, D. E., & Schneider, B. (2014). A service climate synthesis and future research 

agenda. Journal of Service Research, 17(1), 5–22. 

https://doi.org/10.1177/1094670513491633 

Breevaart, K., Bakker, A., Hetland, J., Demerouti, E., Olsen, O. K., & Espevik, R. 

(2014). Daily transactional and transformational leadership and daily employee 

engagement. Journal of Occupational & Organizational Psychology, 25(10), 

138–157. 

Burns, J. (1978). Leadership. Harper & Row. 

Cenkci, A. T., & Özçelik, G. (2015). Leadership styles and subordinate work 

engagement: The moderating impact of leader gender. Global Business and 

Management Research, 7(4), 8–20. 

Chang, Y., Chang, C., & Chen, C. (2017). Transformational leadership and corporate 

entrepreneurship. Leadership & Organization Development Journal, 38(6), 812–

833. 

Cossin, D., & Cabellero, S. (2013). Transformational leadership: Background literature 

review. 

https://www.imd.org/uupload/IMD.WebSite/BoardCenter/Web/213/Literature 

  

https://www.imd.org/uupload/IMD.WebSite/BoardCenter/Web/213/Literature


65 
 

 

Cox, A., Hannif, Z., & Rowley, C. (2014). Leadership styles and generational effects: 

Examples of US companies in Vietnam. The International Journal of Human 

Resource Management, 25(1), 1–22. 

https://doi.org/10.1080/09585192.2013.778311 

Cregan, C., Bartram, T., & Stanton, P. (2009). Union organizing as a mobilizing strategy: 

The impact of social identity and transformational leadership on the collectivism 

of union members. British Journal of Industrial Relations, 47(4), 701–722. 

https://doi.org/10.1111/j.1467-8543.2009.00733.x 

Creswell, J. W. (2014). Research design: Qualitative, quantitative and mixed methods 

approaches (4th ed.). Sage. 

Crowther, D., & Lancaster, G. (2009). Research methods: A concise introduction to 

research in management and business consultancy (2nd Ed). 

Elsevier/Butterworth-Heinemann. 

Dartey-Baah, K. (2015). Resilient leadership: A transformational-transactional leadership 

mix. Journal of Global Responsibility, 6(1), 99–112.  

DeVellis, R. (2012). Scale development: Theory and applications. Sage. 

Dinh, H., Lord, R., Gardner, W., Meuser, J., Liden, R., & Hu, J. (2014). Leadership 

theory and research in the new millennium: Current theoretical trends and 

changing perspectives. The Leadership Quarterly, 25(1), 317–322. 

Epitropaki, O., & Martin, R. (2005). The moderating role of individual differences in the 

relation between transformational/transactional leadership perceptions and 

organizational identification. The Leadership Quarterly, 16(4), 569–589. 

https://doi.org/10.1111/j.1467-8543.2009.00733.x


66 
 

 

Faul, F., Erdfelder, E., Buchner, A., & Lang, A.-G. (2009). Statistical power analyses 

using G*Power 3.1: Tests for correlation and regression analyses. Behavior 

Research Methods, 41(4), 1149–1160. https://doi.org/10.3758/BRM.41.4.1149 

Feng-Cheng, T. (2016). Does transformational, ambidextrous, transactional leadership 

promote employee creativity? Mediating effects of empowerment and promotion 

focus. International Journal of Manpower, 37(8), 1250–1263. 

https://doi.org/10.1108/IJM-09-2014-0177 

Ghani, F. A., Derani, N., Aznam, N., Mohamad, N., Zakaria, S. A., & Toolib, S. N. 

(2018). An empirical investigation of the relationship between transformational, 

transactional female leadership styles and employee engagement. Global Business 

and Management Research, 10(3), 724. 

Gill, C., & Caza, A. (2018). An investigation of authentic leadership’s individual and 

group influences on follower responses. Journal of Management, 44(2), 530–554. 

https://doi.org/10.1177/0149206314566461 

Gutiérrez-Santiuste, E., Rodríguez-Sabiote, C., & Gallego-Arrufat, M.-J. (2015). 

Cognitive presence through social and teaching presence in communities of 

inquiry: A correlational–predictive study. Australasian Journal of Educational 

Technology, 31(3). https://doi.org/10.14742/ajet.1666 

Hamstra, M. R., Van Yperen, N., Wisse, B., & Sassenberg, K. (2014). Transformational 

and transactional leadership and followers’ achievement goals. Journal of 

Business and Psychology, 52(6), 413–425. https:// https://doi.org/10.1007/s10869-

013-9322-9 



67 
 

 

Harms, P. D., & Credé, M. (2010). Emotional intelligence and transformational and 

transactional leadership: A meta-analysis. Journal of Leadership & 

Organizational Studies, 17(1), 5–17. https://doi.org/10.1177/1548051809350894 

Helm, R., & Mark, A. (2012). Analysis and evaluation of moderator effects in regression 

models: State of the art, alternatives, and empirical example. Review of 

Managerial Science, 6(4), 307–332. 

Hoffman, B., & Frofst, B. (2006). Multiple intelligence of transformational leaders: An 

empirical examination. International Journal of Manpower, 27(1), 37–51. 

Hoyt, C. L., Burnette, J. L., & Innella, A. N. (2012). I can do that: The impact of implicit 

theories on leadership role model effectiveness. Personality and Social 

Psychology Bulletin, 38(2), 257–268. https://doi.org/10.1177/0146167211427922 

Humphreys, J., & Einstein, W. (2003). Nothing new under the sun: Transformational 

leadership from a historical perspective. Management Decision, 41(1), 85–95. 

Jensen, U. T., Andersen, L. B., Bro, L. L., Bøllingtoft, A., Mundbjerg Eriksen, T. L., 

Holten, A., & Würtz, A. (2019). Conceptualizing and measuring transformational 

and transactional leadership. Administration & Society, 51(1), 3–33. 

Jha, S., & Malviya, V. (2017). Impact of Transformational Leadership on employee 

engagement. Pranjana: The Journal of Management Awareness, 20(2), 15–19. 

Judge, T. A., & Piccolo, R. F. (2004). Transformational and transactional leadership: A 

Meta-analytic test of their relative validity. Journal of Applied Psychology, 89(5), 

755–768. https://doi.org/10.1037/0021-9010.89.5.755 



68 
 

 

Kaiser, R. B., Hogan, R., & Craig, S. B. (2008). Leadership and the fate of organizations. 

American Psychologist, 63(2), 96–110. https://doi.org/10.1037/0003-

066X.63.2.96 

Kao, P.-J., Pai, P., Lin, T., & Zhong, J.-Y. (2015). How transformational leadership fuels 

employees’ service innovation behavior. The Service Industries Journal, 35(7–8), 

448–466. https://doi.org/10.1080/02642069.2015.1015519 

Kark, R., Van Dijk, D., & Vashdi, D. R. (2018). Motivated or demotivated to be creative: 

The role of self-regulatory focus in transformational and transactional leadership 

processes. Applied Psychology, 67(1), 186–224. 

https://doi.org/10.1111/apps.12122 

Kirkbride, P. (2006). Developing transformational leaders: The full range leadership 

model in action. Industrial and Commercial Training, 38(1), 23-32.  

Knief, U., & Forstmeier, W. (2021). Violating the normality assumption may be the 

lesser of two evils. Behavior Research Methods, 53, 2576–2590. 

Landis, E. A., Hill, D., & Harvey, M. R. (2014). A synthesis of leadership theories and 

styles. Journal of Management Policy & Practice, 97–100. http://www.na-

businesspress.com/JMPP/LandisEA_Web15_2_.pdf 

Landis, E. A., Vick, C. L., & Novo, B. N. (2015). Employee attitudes and job 

satisfaction. Journal of Leadership, Accountability and Ethics, 12(5). 

https://doi.org/ 1764139256/se-2 

Lin, L.-H., Ho, Y.-L., & Lin, W.-H. E. (2013). Confucian and Taoist work values: An 

exploratory study of the Chinese transformational leadership behavior. Journal of 

Business Ethics, 113(1), 91–103. https://doi.org/10.1007/s10551-012-1284-8 



69 
 

 

Macey, W. H., & Schneider, B. (2008). The meaning of employee engagement. Industrial 

and Organizational Psychology, 1(1), 3–30. https://doi.org/10.1111/j.1754-

9434.2007.0002.x 

Macey, W. H., Schneider, B., Barbera, K. M., & Young, S. A. (2009). Employee 

engagement. Wiley-Blackwell. https://doi.org/10.1002/9781444306538 

Mozammel, S., & Haan, P. (2016). Transformational leadership and employee 

engagement in the banking sector in Bangladesh. The Journal of Developing 

Areas, 50(6), 43–55. https://doi.org/10.1353/jda.2016.0127 

Msila, V. (2017). Obstacles and opportunities in women school leadership: A literature 

study. International Journal of Educational Sciences, 5(4), 463–470. 

https://dx.doi.org/10.1080/09751122.2013.11890108 

Nazir, O., & Islam, J. U. (2017). Enhancing organizational commitment and employee 

performance through employee engagement: An empirical check. South Asian 

Journal of Business Studies, 6(1), 98–114. https://doi.org/10.1108/SAJBS-04-

2016-0036 

Ng’ethe, J. M., Namusonge, G. S., & Iravo, M. O. (2012). Influence of leadership style 

on  academic staff retention in public universities in Kenya. International Journal 

of Business Social Sciences, 3(21), 297–302. 

. Odumeru, J. A., & Ogbonna, I. G. (2013). Transformational vs. transactional leadership 

theories: Evidence in literature. International Review of Management and 

Business Research, 2(2), 355–361https://doi.org/ 2306-9007 

Phuangthuean, A., Passanan, T., & Kulachai, G. (2018). Employee engagement: 

Validating the ISA Engagement Scale. Conference of the International Journal of 



70 
 

 

Arts & Sciences, 11(1). 

https://www.academia.edu/36599357/Employee_Engagement_ 

Validating_the_ISA_Engagement_Scale 

Poddar, P. K., Manjrekar, P., & Gopal, R. (2012). Relationship between leadership styles 

and employee commitment: An empirical study of b-schools of Navi Mumbai 

area. Indian Journal of Higher Education, 3(1), 59–73. https://doi.org/ 

https://doi.org/10.1016/j.sbspro.2012.09.995 

Popli, S., & Rizvi, I. A. (2015). Exploring the relationship between service orientation, 

employee engagement and perceived leadership style: A study of managers in the 

private service sector organizations in India. Journal of Services Marketing, 

29(1), 59–70. https://doi.org/10.1108/JSM-06-2013-0151 

Pradhan, R. K., & Jena, L. K. (2017). Employee performance at workplace: Conceptual 

model and empirical validation. Business Perspectives and Research, 5(1), 69–85. 

https://doi.org/10.1177/2278533716671630 

Price, M., & Weiss, M. (2013). Relationships among coach leadership, peer leadership, 

and adolescent athletes’ psychosocial and team outcomes: A test of 

transformational leadership theory. Journal of Applied Sport Psychology, 25(2), 

265–279. http://dx.doi.org/10.1080/10413200.2012.725703 

Ribeiro, N., Yücel, İ., & Gomes, D. (2018). How transformational leadership predicts 

employees’ affective commitment and performance. International Journal of 

Productivity and Performance Management, 67(9), 1901–1917. 

https://doi.org/10.1108/IJPPM-09-2017-0229 

https://doi.org/10.1177/2278533716671630


71 
 

 

Rich, B. L., Lepine, J. A., & Crawford, E. R. (2010). Job engagement: Antecedents and 

effects on job performance. Academy of Management Journal, 53(3), 617–635. 

https://doi.org/10.5465/amj.2010.51468988 

Rothman, S., & Welsh, C. (2013). Employee engagement: The role of psychological 

conditions. Journal of the Southern African Institute for Management Scientists, 

22, 14–25. https://doi.org/ 1444909433/se-2 

Saad, Z., Sudin, S., & Shamsuddin, N. (2018). The influence of leadership style, 

personality attributes and employee communication on employee engagement. 

Global Business and Management Research: An International Journal, 10(3), 

743–753. https://doi.org/ 2159615884/se-2 

Saint-Michel, S. E. (2018). Leader gender stereotypes and transformational leadership: 

Does leader sex make the difference? M@n@gement, 21(3), 944. 

https://doi.org/10.3917/mana.213.0944 

Salahuddin, M. M. (2010). Generational differences impact on leadership style and 

organizational success. Journal of Diversity Management (JDM), 5(2). 

https://doi.org/10.19030/jdm.v5i2.805 

Samanta, I., & Lamprakis, A. (2018). Modern leadership types and outcomes: The case 

of Greek public sector. Management: Journal of Contemporary Management 

Issues, 23(1), 173–191. http://dx.doi.org/10.30924/mjcmi/2018.23.1.173 

Shieh, G. (2009). Detecting interaction effects in moderated multiple regression with 

continuous variables power and sample size considerations. Organizational 

Research Methods (1094-4281), 12(3), 51. 

https://doi.org/10.1177/1094428108320370 



72 
 

 

Soane, E., Truss, C., Alfes, K., Shantz, A., Rees, C., & Gatenby, M. (2012). Development 

and application of a new measure of employee engagement: The ISA Engagement 

Scale. Human Resource Development International, 25(12), 25-40. 

http://dx.doi.org/10.1080/13678868.2012.726542 

Sosik, J., & Cameron, J. (2010). Character and authentic transformational leadership 

behavior: Expanding the ascetic self toward others. Consulting Psychology 

Journal, 62(4), 251–260. http://dx.doi.org/10.1037/a0022104 

Tims, M., B. Bakker, A., & Derks, D. (2014). Daily job crafting and the self-efficacy: 

Performance relationship. Journal of Managerial Psychology, 29(5), 490–507. 

https://doi.org/10.1108/JMP-05-2012-0148 

Verissimo, J., & Lacerda, T. (2015). The impact of CEOs’ transformational leadership 

and ethical integrity on strategic orientation to corporate social responsibility. 

Portuguese Journal of Management Studies, 95–114. https://doi.org/ 305443541 

Vincent-Hoper, S., Muser, C., & Janneck, M. (2012). Transformational leadership, work 

engagement, and occupational success. Career Development International, 17(7), 

663–682. http://dx.doi.org/10.1108/13620431211283805 

Visvanathan, P., Muthuveloo, R., & Ping. (2018). The impact of leadership styles and 

organizational culture on job satisfaction of employees in Malaysian 

manufacturing industry. Global Business and Management Research: An 

International Journal, 25(4), 247–265. https://doi.org/ 2131782978/se-2 

Weber, M. (1947). The Theory of Social and Economic Organization. Free Press. 



73 
 

 

Yaslioglu, M., & SelenayErden, N. (2018). Transformational leaders in action: Theory 

has been there, but what about practice? IUP Journal of Business Strategy, 15(1), 

42–53. https://doi.org/abstract=3251141 

Yukl, G. (2012). Effective leadership behavior: What we know and what questions need 

more attention. Academy of Management Perspectives, 26(4), 66–85. 

https://doi.org/10.5465/amp.2012.0088 

Zareen, M., Razzaq, K., & Mujtaba, B. (2015). Impact of transactional, transformational 

and laissez-faire leadership styles on motivation: A quantitative study of banking 

employees in Pakistan. Public Organization Review, 15(4), 531–549. 

https:doi.org/10.1007/s11115-014-0287-6 

Zhang, T., C. Avery, G., Bergsteiner, H., & More, E. (2014). The relationship between 

leadership paradigms and employee engagement. Journal of Global 

Responsibility, 5(1), 4–21. https://doi.org/10.1108/JGR-02-2014-0006 

Zhu, W., Avolio, B. J., Riggio, R. E., & Sosik, J. J. (2012). The effect of authentic 

transformational leadership on follower and group ethics. The Leadership 

Quarterly, 22(5), 801–817. https://doi.org/10.1016/j.leaqua.2011.07.004 

  

https://doi.org/10.1016/j.leaqua.2011.07.004


74 
 

 

Appendix A: ISA Engagement Scale Permission 

 



75 
 

 

Appendix B: The ISA Engagement Scale 

In o rder to eva lua te the st rength  of enga gem ent , em ployees a nswer the f o llowing quest ions. 

Th is will give an overa ll enga gem ent  score, a nd  a score  f o r ea ch  of th ree f a cets of 

enga gem ent  as f o llows:  

 

Intel lectual  engagement (quest ions 1 -3):  th is m ea sures the ex ten t  to which  

people a re in tellectua lly  a bsorbed  in their work  or th ink  ha rd  a bout  the 

work  they  are do ing. Ca lcu la te the a vera ge score f o r the th ree quest ions. 

 

Socia l  engagement (quest ions 4 -6):  th is m ea sures the degree to which  

ind iv idua ls f eel socia lly  connected  in their work  env ironm ent  a nd  share 

the va lues of their co llea gues. Ca lcu la te  the a vera ge  score  f o r the th ree 

quest ions. 

 

Af f ective engagement (quest ions 7 -9): th is m ea sures the ex ten t  to which  

ind iv idua ls experience posit ive a nd  energizing f eelings a bout  their work . 

Ca lcu la te the a vera ge score f o r the th ree quest ions. 

 

Overa l l  engagement (quest ions 1 -9):  ca lcu la te the a vera ge score overa ll f o r the n ine 

quest ions. 

 

The m a xim um  a vera ge  score  f o r ea ch  f a cet  a nd  f o r the sca le  overa ll is 7. Em ployers wil l  

genera lly  aim f or a  score  of 6 -7 f o r ea ch  f a cet  a nd  overa ll. Very  low scores of 1 -2 suggest  

a  la ck  of enga gem ent . 

 

 

S
tr

o
n

g
ly

 

D
is

ag
re

e
 

D
is

ag
re

e
 

S
o

m
ew

h
at

 

D
is

ag
re

e
 

N
eu

tr
al

 

S
o

m
ew

h
at

 

A
g

re
e
 

A
g

re
e
 

S
tr

o
n

g
ly

 A
g

re
e
 

I focus hard on my work 1 2 3 4 5 6 7 

I concentrate on my work 1 2 3 4 5 6 7 

I pay a lot of attention to my work 1 2 3 4 5 6 7 

I share the same work values as my colleagues 
1 2 3 4 5 6 7 

I share the same work goals as my colleagues 
1 2 3 4 5 6 7 

I share the same work attitudes as my colleagues 
1 2 3 4 5 6 7 

I feel positive about my work 1 2 3 4 5 6 7 

I feel energetic in my work 1 2 3 4 5 6 7 

I am enthusiastic in my work 1 2 3 4 5 6 7 

© Human Resource Development International (2012) 

Note. Soane, E., Truss, C., Alfes, K., Shantz, A., Rees, C. and Gatenby, M., 2012. Development and 

application of a new measure of employee engagement: The ISA Engagement Scale. Human Resource 

Development International, 15(5), 529-547 
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Appendix C: Multifactor Leadership Questionnaire  
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